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ABSTRACT

This study investigates perceptions and experiences of systemic injustices/racism, which
is reflected in policy misuse and/or abuse at a large Research One (R1) university located in the
Southeastern United States. In particular, the study will provide a lens for viewing the
shortcomings regarding hiring practices, with the misuse of the Waiver of Advertisement, which
was an initiative aimed at addressing the underrepresentation of Black and Brown professionals in
faculty and staff/administrative positions. It is critical to note that the assumption of this project
is that white faculty and staff/administrators are the beneficiaries of the waiver. The study will
assess this by focusing specifically on the impact of the policy on Black and Brown faculty and
staff professionals. By exploring both institutional and interpersonal dimensions, this dissertation
seeks to illustrate the complex ways that the macrostructural and microsocial realms intersect to
perpetuate racial disparities in higher education. Concerning hiring practices, which are the main
focus of the study, the study examines how, through specific policies, racial/ethnic minoritized
people (i.e., Black and Brown faculty and staff professionals) are excluded from tenure-track and
administrative positions. The overall goal is to analyze how diversity initiatives such as the Waiver
of Advertisement are policy fiction and may be insufficient to provide increased opportunities for
Black and Brown faculty, including staff professionals, in spite of being created to rectify the issue.
The study also uses Critical Race Theory (CRT) to investigate the Waiver of Advertisement policy,
as well as how it disproportionately benefits Whites and promotes white supremacy. CRT is also
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used as a means of analyzing how race/racism (in)directly impacts the ability to hire Black and
Brown faculty and staff professionals on an individual, institutional and systemic level.
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CHAPTER ONE:
INTRODUCTION
“The university president or designee determines which positions have special advertising
requirements designed to increase the representation of women and minorities in the University’s
faculty positions and to meet the goals identified in the USF Equity Accountability Plan. The
university president or designee may waive the announcement of a position when a waiver is in
the best interest of the university (USF Faculty Handbook, 2020).”
-

Authority: CM-M-17.00-03/99

Background of the Study/Problem
The underrepresentation of minoritized groups in faculty and staff positions in United
States colleges and universities is extremely serious, as disturbing trends have indicated for nearly
40 years now that either decline or stagnation are evident in the hiring and retention of
underrepresented groups (Arce & Manning, 1985; Blackwell, 1988; Blackwell, 1989; Harvey,
1986; Matthews, 1987). Underrepresented groups (URGs) include Black/African-American,
Hispanic/Latino, and Indigenous/American Indian within Higher Education and U.S. population
censuses. Due to the low percentages of all three, these are the main groups that the study focuses
on. Black refers to any individual that is of African descent, as well as representative of the African
Diaspora. Brown refers to those that identify as Latino, Hispanic, or Indigenous. According to
the National Action Council for Minorities in Engineering (NACME), Black and Brown groups
comprise 30 percent of the U.S. population, and by 2050, they will account for more than 40
percent of the U.S. population (NACME, 2013). URGs are reflected as well within the numbers
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of faculty in higher education, especially at Predominantly White Institutions (PWIs). For
example, according to Jackson & Garcia (2014) and the U.S. Department of Health and Human
Services’ Office of Minority Health, 41.4 million people in the United States were Black,
representing 12.7% of the population, along with 52 million who were Hispanic/Latino Americans,
representing 16.7% of the national population. Connecting this to academia, those who identify
as Black/African-American account for only 6% of faculty, and Hispanic/Latino American faculty
account for another 6%, based on percentages acquired from the National Center for Education
Statistics (NCES). It is critical to note that these numbers are based on all faculty ranks, from
instructor to full professor. Conversely, the numbers for enrolled Black and Brown students are
36% for each group, respectively. This demonstrates that faculty and student numbers are not
commensurate with the population numbers, raising the question of whether the low numbers of
Black and Brown faculty within Higher Education are due to an honest mistake over time, or a
gross/deliberate exclusion of underrepresented groups.
In response to these disparities, universities have issued mission statements reaffirming
their commitment to combatting inequality, and they have also instituted policies designed to
ameliorate the problem. This investigation explores whether a specific policy aimed at achieving
faculty and staff professional diversity within one large Research One (R1) institution located in
the Southeastern United States has been successful or not at following this policy. Focusing on
this specific policy, known as the Waiver of Advertisement, this investigation analyzes how
programs and practices designed to recruit members of racial groups, Black and Brown in
particular, may actually exacerbate existing disparities among faculty and staff professionals.
The Waiver of Advertisement, based on the standard form/document used to complete the
process (2012), is “a policy aimed at addressing the underrepresentation of Women and racial
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minority faculty and staff/administrative positions at a large R1 Institution located in the
Southeastern United States.” The Targeted Recruitment policy, based on the university website,
declares that Targeted Recruitment is meant to be used when “a valid operational need that
supports a variation from regular recruitment and hiring procedures … is requested and preapproved (USF Website, 2020).” This study will investigate the efficacy of the Waiver of
Advertisement policy, which was in place until approximately the Fall of 2019. Additionally, the
policy changed to the Targeted Recruitment around this time, but due to the inability to obtain
relevant data, such as race, gender, and salary, it is currently not comparable in relation to the
Waiver of Advertisement measurements for this study.
Statement of the Problem
Although Waivers of Advertisement are meant to improve the inequitably low number of
members of underrepresented groups in various positions on campus, White faculty and staff
professionals, to a large extent, rather than Black and Brown faculty and staff professionals, are
the main beneficiaries.
Purpose of the Study
This study highlights how hiring practices and policies can reinforce the
underrepresentation of racial and ethnic groups in university faculty and staff professional
positions. In particular, the study provides a lens for viewing gross shortcomings regarding hiring
practices, with the misuse of the Waiver of Advertisement, which was an initiative aimed at
addressing the underrepresentation of Black and Brown professionals in faculty and
staff/administrative positions. It is critical to note that an expectation of this project is to reveal
that White faculty and staff/administrators are the beneficiaries of the waiver. The study will
assess this by focusing specifically on the impact of the policy on Black and Brown faculty and
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staff professionals. By exploring both institutional and interpersonal dimensions, this study seeks
to illustrate the complex ways that the macrostructural and microsocial realms intersect to
perpetuate racial disparities in higher education. Hiring practices are the main focus of the study.
The overall goal is to analyze how a diversity initiative policy such as the Waiver of Advertisement
may be insufficient to provide increased opportunities for Black and Brown faculty and staff
professionals, in spite of being created to rectify the issue.
Research Question
The proposed research question for the study is:
What do the perceptions and experiences of Unit/College/Academic Administrators, Diversity
Officers, and Equal Opportunity Liaisons (EOLs) reveal about disparate hiring practices and
systemic racism/injustices in relation to the Waiver of Advertisement?
Significance of the Study
The Waiver of Advertisement will serve as the guiding light for this journey, along with
the exploration of hiring practices that aim to increase or maintain racial/ethnic diversity in higher
education, with an emphasis on Black and Brown faculty and staff professionals. The Waiver of
Advertisement is a system-wide initiative within the public universities in the state of Florida.
Other phenomena to be examined include how certain processes such as the use of search
committees and various aspects of hiring, including recruitment and committee issues (committee
membership, deliberation, training, interviewing), and selection/rejection can serve as barriers to
diversity.
Based on previously mentioned data, Black and Brown student populations do not mirror
Black and Brown faculty groups. The relative absence of faculty who share similar racial/ethnic
backgrounds may affect students’ performance and overall participation on college campuses.

4

Research asserts that due to the low number of Black faculty, males in particular, Black male
students wrestle with negotiating and developing both academic and Black male identities (Barker
& Avery, 2012; Bonner, 2001; Harper, 2012). The problem also exists with Latinx faculty, as
their staff representation falls short when compared to Latinx student enrollment (Vargas
Palomino, & Davis, 2020). Also, the entire student population should be exposed to diversity and
diverse perspectives, as this builds intercultural competence, expanding the mindset and
knowledge base of all students for the overall health and well-being of society, global
competitiveness, and cognitive experiences, inside and outside of the classroom (Antonio, 2002;
Griffin et al., 2011; Madyun et al., 2013).
In terms of timeliness, the current societal climate, including movements such as Black
Lives Matter, budget cuts, and the 45th President of the United States’ assault on diversity and
equity training, with aims to promote White privilege, are all connected to the need for this project.
Blatant and deliberate assaults on diversity and equity have had impacts on multiple avenues of
progress. The University of Iowa has illustrated this most recently, by ceasing all diversity
trainings and seminars, in accordance with the former President of the United States’ Executive
Order, and it is still feeling the effects today. This has placed the University of Iowa in a difficult
position, as its quest for an Associate Vice President (AVP) for Diversity, Equity, and Inclusion
was abruptly ended after several applicants recanted, or indicated they would more than likely
drop out (Oates, 2020). This is reflective of Executive Order 13950 (DOL, 2021), passed by the
45th President, which affects hiring, retention, and overall university productivity within the realm
of diversity and equity. It is also critical to note that this Executive Order was revoked by the 46th
President of the United States in January of 2021. Those areas were marginalized and minimalized
prior to the executive order, and the results are still reflective of further atrophy that may be

5

irreversible, despite the revocation. This highlights the contentiousness and complexity of the
current climate for this topic, along with its timeliness.
Researcher Positionality
My experience with the Waiver of Advertisement began back in 2015 when I began
working in an office as an Administrative Specialist. I was charged with receiving, reviewing, and
accepting/denying the forms before they reached the desk of the decision maker who would
ultimately sign off on the waiver. This was significant because after the form was approved and/or
denied, I would log each document into a database, keeping track of the waivers. This allowed me
to become familiar with the procedures and processes that were necessary for completion. As I
became familiar with these steps, it became clear to me that some were benefiting specifically and
statistically more than others from the waiver, despite the initial purpose of the policy. This
provided me an opportunity to interview others who may have had similar or different experiences
with the Waiver of Advertisement, to provide rich discussion and draw conclusions that extend
beyond their personal realm of influence.
All research is subject to researcher bias. Reflexivity, otherwise known as self-reflection,
serves to alleviate this dilemma, to position the researcher as self-conscious, critical, participatory,
and engaging, while remaining distinct from the participants (Fine, 1992; Morrow, 2005). As the
researcher, I carry my own biases and assumptions into this study. I have been involved in
diversity- and equity-based initiatives since the late 1990s. As a teenager, I was a member of a
variety of organizations, such as the National Conference for Community and Justice (NCCJ),
Community Tampa Bay, the Muscular Dystrophy Association (MDA), etc. This was well before
my entrance into the research and academic realm, but the groundwork and foundation for why
this work is very near and dear runs dee for me as a Black male with 20+ years of experience in
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higher education as a student, staff professional, and faculty member. I speak to the issues with a
bevy of personal and professional recollections. Part of this experience includes the Waiver of
Advertisement, which was initiated to combat racial and ethnic underrepresentation through
faculty and staff professional hiring. Furthermore, as a certified facilitator of Diversity in
Education, I seek to provide various lenses that will promote discussion, dialogue, and build
communities of growth that seek to understand and build awareness that may not have been evident
prior to their discussions or to reading this study. While there are limitations to my positionality,
I plan to use a reflexive approach to the research, building understanding based on worldviews, as
well as adding value through the process of critical reflection, which examines underpinning
assumptions and values intentional change at individual and organizational levels (Bouten-Pinto,
2009, 2016).
Definition of Key Terms


Diverse: Showing a great deal of variety; Very different. Contributions of diverse groups should
be encouraged (Belfield, 2012; Delgado, 2010). Ex: A diverse set of faculty is what higher
education aims to portray in today’s society.



Diversity: All of our human differences (CUNY, Queensborough, 2020). Ex: Diversity is what
allows organizations and institutions to welcome individuals from various backgrounds.



Waive(r): To refrain from applying or enforcing (a rule, restriction). Ex: The advertisement of
the faculty position will be waived to speed up the hiring process.



Initiative(s): An act or strategy intended to resolve a difficulty or improve a situation, sometimes
to no avail; Like diversity, it should create a holistic environment that works for all parties involved
(Delgado, 2010). Ex: The waiver of advertisement initiative was originally implemented to boost
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the percentages of Black/Brown faculty and staff professionals on campus, but it has missed the
mark.


Critical Race Theory (CRT): A theoretical framework derived from the area of social sciences
that applies critical theory to study society and culture in relation to race, power, and law. Ex:
Storytelling in CRT presents a lush way to recognize expertise and wisdom from marginalized and
underserved communities (Bell, 1988, 1995; Bernal & Villalpando, 2002; Williams, 1991).



Underrepresented Group (URG): A group of individuals whose racial and/or ethnic makeup
comprise one or more of the following: African-American/Black, Hispanic/Latinx/Brown,
Asian/Pacific Islander, and Native American/Indigenous. It must be an ultimate, long-term goal
of any institution of higher learning and education to achieve parity of URG with respect to their
proportion of the overall population (Reif, Massachusetts Institute of Technology (MIT), 2010).

Theoretical/Conceptual Framework
Proceeding to interpret the enormous white defiance to changes during the Civil Rights
Era, Critical Race Theory (CRT) explores key matters of the sociological spectrum, including the
link among discriminatory and organizational processes that are institutionalized and systemic
(Moore, 2008) along with the communal and often violent force that is whiteness (Hughey, 2010;
Lewis 2004; Ray et al., 2017). CRT argues that adjustments in the racial hierarchy are fickle and
that investigators should anticipate retaliation from Whites, as they tend to react with methods that
preserve privilege and power for Whites, exclusively (Ray et al., 2017). This can be confirmed
through the continuing low percentages of Black and Brown faculty within Higher Education from
Reconstruction through Jim Crow to the present day.
CRT is the best theoretical framework for this study, based on several of its tenets,
including Permanence of Racism, Whiteness as Property, and Race as A Social Construct. CRT
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is also a strong framework in terms of examining the language of inclusion within Higher
Education. Through the tenet of Permanence of Racism, it concludes that society has both
internalized and institutionalized racism. The Waiver of Advertisement at USF serves as an
example of this. In applying CRT as a frame for this study, institutional policies, such as the
Waiver of Advertisement Program, will be discussed, as a means of illustrating the co-opting of
policies that are meant to benefit Black and Brown people in ways that benefit White people
instead. CRT helps decode how, in spite of the intention to create a policy to benefit URG job
candidates, the waiver of advertisement has been used to promote White men and women instead.
CRT is valuable as it serves to highlight how many policies, including the Waiver of
Advertisement, which exist to help underrepresented populations, including Black and Brown
people, have disproportionately benefited Whites and increased white privilege in the process.
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CHAPTER TWO:
LITERATURE REVIEW
Since the late 90s, many colleges, universities, boards, and more have attempted to closely
align themselves with diversity-related initiatives. Various methods have been created to make
diversity a reality, including resolutions, policies, and mandates. These were created to increase
the number of faculty and staff of color at public white institutions (PWIs). However, 80-90% of
faculty and staff in most colleges and universities are still white, and the realities of Black and
Brown faculty and staff professionals at historically white institutions are best known as reflecting
continuums that uplift and mirror a colonial mindset (Ashcroft et al., 1989; Dancy II et al., 2018;
Kayes 2006). Unfortunately, it is no secret that Black and Brown faculty remain underrepresented,
along with their achievements remaining invisible to the overall academy. At most, they make up
14% of the total faculty (Astin et al., 1997; Turner, 1999, 2002a, 2002b, 2003; Turner & Myers,
1997, 2000). And while racial diversity among students has increased, the same cannot be said
for faculty diversity and scholarly identity, as they are unable to acclimate to university culture
due to the low number of Black and Brown faculty professionals within higher education in
decision-making positions and tenure-track positions, such as assistant professor, associate
professor, full-rank professor, dean, provost, and president (Cobb-Roberts et al., 2017; Huisman
et al., 2007). Diversity must be inclusive in nature, and the Association of American Colleges and
Universities (AAC&U) makes it clear that diversity must be expressed in terms of “inclusive
excellence,” as a campus is legitimately inclusive through the creation of more equitable and
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inclusive measures, can it make a claim to excellence (Costino, 2018; Elrod & Kezar, 2016;
Haring-Smith, 2012; Pendakur, 2016; Umbach & Wawrzynski, 2005).
The goal of this literature review is to seek out hiring practices that aim to increase or
cultivate racial/ethnic diversity in higher education, with an emphasis on Black and Brown faculty
professionals. In this review, various aspects of hiring for tenure track positions that have the
potential to hinder Black and Brown faculty advancement, including recruitment (the faculty
search process) and committee issues (forming committees, deliberation, training, interviewing),
selection/rejection, and offering/negotiating contracts, are examined. Additionally, there is a
section dedicated to Waivers of Advertisement, a state of Florida initiative, that serves to illustrate
that even when aids/policies are implemented to reduce the disparity in numbers of Black and
Brown faculty within higher education in tenure-track position in comparison to their White
counterparts, they do not serve this purpose. The problem of practice targets the Waiver of
Advertisement initiative at USF. This initiative, originally aimed at increasing low numbers of
underrepresented populations of faculty and staff, benefits white men and women more than any
other racial or ethnic group in particular. It can be concluded that this “special hire intervention”
has failed to meet its initial purpose. There are other examples of these “special hire” methods.
These interventions (processes that bypass a standard search process) prove to be a compelling
method, combined with the use of descriptors for diversity positions, in the employing of faculty
from all racial/ethnic backgrounds. This mix of diversity indicators, along with special hires, is
unquestionably vital in the hiring of African-American and American-Indian faculty. According
to the U.S. Department of Education, as of 2009-2010, Black and Brown faculty are woefully
underrepresented, composing just 18% of the full-time tenured and tenure-track faculty in the
United States (Smith et al., 2004; Neville & Parker, 2017). This can be affirmed with data/research
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taken from public records here at USF, as the two groups that benefit least from the process, even
when special hiring and waivers are included, are African American and American Indian/Native
American faculty, with Hispanic/Latinos rounding out the bottom three. Please note that while
Native American/Indigenous populations are not exclusively identified in this study, they are
included in the low percentages, as they are often the least frequently hired. Consider that in the
Fall of 2016, there were 517,091 faculty members that possessed the rank of full professor,
associate professor, or assistant professor in U.S. higher educational institutions that grant degrees
(National Center for Education Statistics, 2017). Based on those faculty totals, 377,322, or
(72.97%) were White.

Underrepresented faculty (Black, Hispanic and Native American)

combined made up 9.75% of those faculty ranks. Separately, Hispanic faculty were 4.153%, Black
faculty were 5.241%, and shockingly, Native American faculty made up .355% of the entire faculty
population (Haynes-Writer & Watson, 2019; NCES, 2019).
The Carnegie Classification (CC) is one of the earliest, routinely circulated rankings of
programs within colleges and universities which grant doctoral degrees. The CC is characterized
as a leading classification structure for higher education research (Brewer et al., 2002; Kosar &
Scott, 2018). Published every five years since 1973, and as recently as 2016, the ranking currently
designates each of the 335 U.S. universities to one of the following clusters: R1/R2/R3 or
Highest/Higher/Moderate Research Activity, so that researchers can measure their programs
together with institutions of like manner, such as peer (Kosar & Scott, 2018; McCormick & Zhao,
2005; Zhao, 2011). USF is classified as an R1/Highest institution, based on research activity and
doctorate granting. In terms of R1 institutions, large universities, especially within the State
University System (SUS) of Florida and beyond, this review will primarily consist of studies
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conducted in the United States of America. Florida was ranked number one in the nation for higher
education in 2019 (Ziegler, USN & WR, 2019).
The literature pinpoints clear indicators of decades of problematic concerns within higher
education, in terms of diversity/equity. Given the increasing mandates to diversify higher
education, as diversity is about more than just the student population (Chen, 2017; Harper &
Hurtado, 2007; Milem, 2005), the institutional practices and policies created to bolster the
recruitment and retention of faculty/staff who are underrepresented, Black and Brown in particular,
are explored. Real diversity requires an institution-wide spotlight that considers all facets, and
works to rectify the status quo, which shows that 83% of lecturers or faculty in public institutions
of higher education in the United States are White (Chen, 2017; Turner et al., 2008). Beyond
examining institutional practices, exploration of how these policies/practices influence the racial
moods of institutions are analyzed, as echoed in the interpersonal and day-to-day experiences of
underrepresented professionals. By researching both institutional and interpersonal aspects, this
literature review offers to illuminate the sophisticated ways that the macrostructural and
microsocial domains converge to preserve racial disparities in higher education.
The investigation of relevant research will establish potential disparities in practice and
research and provide a rationale for the significance of the topic. Additionally, the current time
frame is emphasized, as since the 2003 Grutter decision, much research has chronicled the clear
and conclusive benefits of diversity on campuses and in workplaces, along with the affirmation
that students from underrepresented populations feel isolated, alienated, and discriminated against
by white faculty (Ancis et al., 2000; Cokley et al., 2006; Eimers & Pike, 1997; Fries-Britt &
Turner, 2001; Jackson et al., 2003; Neville & Parker, 2017; Tienda, 2013). The following are a
list of major themes/trends that will be explored in this literature review:
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A. Status of Underrepresented Groups in Higher Education
B. Policies Related to Increasing Representation (Policy/Legal Fiction)
C. Need For Diversity in Higher Education
D. Faculty Recruitment and Hiring
E. Critical Race Theory (CRT) Framework
Status of Underrepresented Groups in Higher Education
Whether intellectual, cultural, recreational, or social, the logic for appealing to and
recruiting Black and Brown faculty are boundless. Yet there are barriers, such as institutional
policies and decision makers that often entitle certain forms of research over others, perceiving
work that does not conform to their notions of “rigorous scholarship” as unworthy of meaningful
consideration and its authors as ineligible of promotion. In various ways, this may leave AfricanAmerican professors with an arduous decision on whether to do research that is acceptable in their
field, or to toil in areas that mirror their own cultural realities and interests in communities of color.
(Barrett & Smith, 2008; Griffin et al., 2011; Johnsrud & Sadao, 1998). This places faculty of
underserved populations in challenging spaces in terms of placement into their respective areas in
Higher Education. Furthermore, their aura of self-worth and significance within their departments
come into question. If certain material is called into question more than others, what does this
reveal about the decision makers, or anyone challenging the legitimacy of their work, based on
hidden, and/or perhaps biased reasons? Acknowledge microaggressions as a gauge for matters
that affect faculty of color. Dancy (2014) firmly concludes that items such as microaggressions,
tokenism, impostorship, along with racial battle fatigue demonstrate the psychological torment
that is connected to barriers such as rigorous scholarship and/or the overall expectation of
participation based on race/ethnicity, that fall upon Black humanity within institutions of higher
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education (Dancy & Jean-Marie, 2014; Hotchkins & Dancy, 2017; Smith, 2014). Presume that a
scholar hearing a statement such as, “Your literature review should gather primarily European
writers who have most of the theories and/or ideas in this area.” Graduate students from
underrepresented populations repeatedly declare that their scholarly work is continually tested and
discredited by majority faculty and students. They often suffer microaggressions akin to their
literature reviews, databases, procedures, and references (Guzman et al., 2010).
Administrators are a catalyst for the needed change in terms of numbers for faculty of color,
highlighting that colleges and universities with comparably higher percentages of students from
underrepresented groups may be more dynamic in enrolling and compensating faculty from
underrepresented groups (Tuitt et al., 2009). Furthermore, administrators recognize the urgency
to attain and retain faculty that is diverse in order to be more racially and ethnically conscious and
to serve as exemplars to students of underserved populations (Tuitt et al., 2009). Building upon
this, the status of faculty of color will not see progress unless those in decision-making positions
make determined efforts to open doors that may have previously been shut. This will require
institutions of higher education to advance beyond mere compliance and fully embody the true
educational profit of racial, gender, ethnic, and socioeconomic diversity in academia, as well as
the professoriate (Tuitt et al., 2009). There are surprisingly low amounts of studies that actually
take stock of the standard of diversity (Birnbaum, 1983; Huisman, 2000; Huisman & Morphew,
1998; Huisman et al., 2000; Huisman et al., 2007; King, 1970; Stanley & Reynolds, 1994; Tight,
1988). And if there is any doubt that change regarding the statistics on faculty of color, Black and
Brown in particular, is needed, consider this: when broken down by rank, 87%, 82%, and 74% of
all full, associate, and assistant professors, respectively, were white (Tuitt et al., 2009). Another
scholar affirms the aforementioned data, declaring that despite efforts to improve the low numbers,
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the percentages are woefully, low, meaning only 5% of the full-time faculty happened to be
African American and Asian, although 2% is Hispanic and less than 1% is American Indian (AlexAssensoh, 2003). Because these discussions about race are usually complicated and delicate
(Melaku & Beeman, 2020), this could explain why Black faculty in particular report more cases
of marginalization, less counseling by a mentor, higher turnover, lower work gratification, lower
percentages of tenure and promotion, along with a lower probability of acquiring external funding
than their colleagues (Allen et al., 2000; Ginther et al., 2011; Hooker & Johnson, 2011; Kaiser,
2011; Miller et al., 2021; Turner et al., 2008).
Based on research, Black and Brown faculty, women in particular, face a double hurdle of
sorts, which can lead to an even larger level of frustration in progressing through the process of
higher education hiring. Their voices must be heard, respected, and included for the current status
of Black and Brown faculty to see growth. If not, the status quo will continue, and the unfortunate
truth will remain that structurally, institutions represent environments where Black and Brown
female faculty are no more than numerical tokens, regardless of rank, as the table illustrates
(NCES, 2019; Turner, 2002; Turner et al., 2011).

Figure 1
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For each academic rank, the percentage of full-time faculty in degree-granting postsecondary
institutions, by race/ethnicity and sex: Fall 2017

# Rounds to zero.
NOTE: Sex breakouts excluded for faculty who were American Indian/Alaska Native and of two
or more races because the percentages were 1 percent or less. Degree-granting institutions grant
associate’s or higher degrees and participate in Title IV federal financial aid programs. Race
categories exclude persons of Hispanic ethnicity. Estimates are based on full-time faculty whose
race/ethnicity was known. Details may not sum to 100 percent due to rounding. Although rounded
numbers are displayed, figures are based on unrounded percentages.
1

Percentages are based on full-time faculty whose race/ethnicity was known.

SOURCE: U.S. Department of Education, National Center for Education Statistics. (2019). The
Condition of Education 2019 (NCES 2019-144), Characteristics of Postsecondary Faculty.
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Higher education research reveals that Black and female staff and/or faculty are likely to
be concentrated in lower-status universities, receive lower salaries, and have short-term contracts
(Bunting, 2004; Carter & Modood, 1999; Mirza, 2006; National Audit Office, 2002). Additional
research pinpoints solutions for the aforementioned issue(s), in that Black and Brown female
faculty point to the importance of presidential as well as departmental-level leadership to promote
a campus that is genuine and diverse, with a climate that reflects support through interventions that
address injustices and inequities from racial, gender, and socioeconomic perspectives, based on
participants’ descriptions of lack of resources, lack of information, lack of support, lack of respect
for their talents and contributions, lack of consistent policies and practices around
tenure/promotion, and the lack of a collegial community for them (Turner et al., 2011). The status
can be changed for the better, but only if genuine, sincere steps are taken. Furthermore, a similar
group of authors compiled 20 years of literature on the presence of underrepresented minority
faculty in higher education that concluded, conditional on graduating from college, that Blacks
and Latinos/Hispanics are more likely than Whites to enroll in graduate school, and that they do
so at a faster rate (Golash-Boza, 2018; Tienda, 2013; Tienda & Zhao, 2017; Turner et al., 2008).
This only provides a deeper rationale for why the present research is not only needed, but vital for
change. If what is evident and already existent has not unlocked the door(s) that need opening,
perhaps more research will be the catalyst for progress.
Even when policies and practices are in place on campuses that advocate for diversity,
Black and Brown faculty feel isolated. They feel devalued, and as a whole they are viewed as a
sub-group within the bigger system (Levin et al., 2014). And regardless of the institutional level,
two-year or four-year, the individuals committing acts of microaggressions, often white, fail to
realize the harmful impacts that racial microaggression(s) have on Black/Brown faculty members.
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Specifically, Black faculty members often report feeling invisible and marginalized when their
existence on campus is often ignored/disregarded by white colleagues (Louis et al., 2016). This
can cause faculty members to be extra cautious and conscious of how they portray themselves in
the academy.

Also, according to various African-American faculty members, race was a

prominent facet of their lives on campus, and they described their campus climate as one in which
race was negative, and microaggressions were commonplace, notwithstanding a wide range of
incidents that pinpointed microaggressions (Pittman, 2012). It is also essential to note that these
faculty members came from diverse academic disciplines and still reported these similar responses.
This should be a major concern to department chairs, deans, and provosts, as these experiences, as
well as others, could negatively affect the recruitment, retention, and hiring of Black and Brown
faculty. The narratives, experiences, and perspectives of Black and Brown faculty are necessary
in order to call attention to, understand, and disrupt oppression, as the attrition rate for Black
faculty in particular shows that for every 10 early career Black faculty joining academia, nine will
not get promoted to full-rank professor (Louis et al., 2016; Lynch-Alexander, 2017; Pittman,
2012).
Another variable, tokenism, highlights how the interpersonal experiences of Black and
Brown faculty are shaped in often negative ways. When a presentation/discussion needs to take
place on the subject of diversity, Black and Brown faculty and staff members, viewed as “diversity
experts,” are often approached to lead the charge, and not fully because of their academic expertise.
They become the token faculty member who can handle these types of subject matter areas on their
respective campuses. However, Stanley (2006) declares that the issue arises when tenure and
promotion comes, and the aforementioned activities do not receive the same amount of weight as
other “prestigious” areas, such as research, finance, governance, and more. Institutions can choose
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to evaluate the level of campus microaggressions by elevating the attention given to them and
investigating those cases as a means of improving the overall campus climate. It is without
question that research on diversity is often deemed “risky,” and the façade of safety within the
hallowed halls of higher education, deemed by many as an enlightened environment, is rife with
microaggressions, low on campus climate health, and in serious need of heeding the voices of
affected faculty members, who are often called upon to meet a quota and lead a charge for diversity
in order to save face for the academy (Louis et al., 2016; Stanley, 2006; Young et al., 2015).
In order to understand how and why institutional practices affect faculty of color, one
should begin with acknowledging that the academic hierarchy favors whites over non-whites,
which ultimately penalizes Black and Brown professors, as they are less likely to be tenured, spend
more time on teaching and administrative duties rather than research, are employed less at
prestigious institutions, and have a lower academic rank compared to their white counterparts
(Allen et al., 2000; Astin et al., 1997; Nettles & Perna, 1995). In various aspects, as well as on
various levels, the absence of faculty of color, African Americans in particular, is an ongoing issue
that bears further examination, if progress is to be made toward a more inclusive community. It is
not enough to simply dismiss a group of people based on their race/ethnicity in terms of scholarship
and capability in higher education. Much too frequently, an epistemology based on the social
history and culture of the dominant race has produced scholarship which portrays people from
underrepresented populations as deficient and judges the scholarship they produce as biased and
non-rigorous, despite findings that considerable amounts of diversity are seen as a healthy attribute
of a higher education system, challenging the dominant story and creating a counterstory (Bernal
& Villalpondo, 2002; Dixson & Rosseau, 2005; Huisman et al., 2007; Nieto, 2000).
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Policies Related to Increasing Representation (Policy/Legal Fiction)
Cornell Law (2020) provides a detailed definition of Policy/Legal Fiction, where the
emphasis is placed on the portion that states that a “legal fiction is created typically to achieve
such varied aims as convenience, consistency, equity, or justice.” This is directly related to the
study, as the Waiver of Advertisement is a policy that is reflective of policy fiction, in that the
purpose, originally meant to benefit women/underrepresented populations, is more beneficial to
white men, further promoting white privilege.
To further grasp the problem highlighted within the literature review, it helps to explore a
few policies and perspectives that provide a foundation extending the rationale that the problem of
racism in higher education is both internalized and institutionalized. Understanding that Black
and Brown faculty and staff professionals are grossly overlooked in various areas, including
tenure-track

positions,

specifically

assistant,

associate,

full

rank,

and

administration/administrators, is to also understand that this is a societal issue that did not occur
overnight. This is also an opportunity to provide a perspective that pinpoints policy/legal fiction,
which surfaces when there are laws and/or policies that are based on distorted or unreliable
presumptions, which give rise to resistance (Danns, 2014; Del Mar & Twining, 2014; Ogletree,
2004; Walker, 2014).
Bell (1995) asserts that when legislation or laws are considered that possess the ability to
benefit Blacks, Whites consider how their own self-interests contrast the prospective gains, and
should those proposed benefits for Blacks outweigh theirs, these policies and/or laws are more
than likely to be rejected (Closson, 2010; Walker, 2014). This is how policy/legal fiction will
serve as a marker throughout this literature review, highlighting that even when policies/laws are
implemented for supposed change, that change is not consistent, evident, and/or fruitful for Black
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and Brown faculty and staff professionals.

Additionally, the policy/legal fiction examples

provided will echo the conclusion that racial diversity requires visible, sustained support, which is
not often found, hindering a healthy campus climate (Garces & Bilyalov, 2019; Hurtado et al.,
1998; Ledesma & Calderon, 2015).
While the concept of affirmative action has existed within the United States since the 19th
century, it first appeared more formally in 1961, when President John F. Kennedy mandated that
government contractors pick up affirmative action to safeguard applicants who are are hired, and
ensure that those employees are respectfully regarded during their employment, no matter their
race, creed, color, or national origin, under Executive Order #10925 (Evans & Chun, 2007). Also,
in 1965, then President Lyndon Johnson announced Executive Order #11246, which required all
federal contractors to take “affirmative action.” The context was based on the Civil Rights Act of
1964, along with the ongoing struggle for equal employment opportunities.

Over the past 50

years, affirmative action has worn many labels and had many meanings, but for the sake of this
review of relevant literature, it is based on how employees are treated, regardless of race, creed,
color, or national origin. Oddly, the drafters of the executive order did not take issue with the idea
of paying attention to race in hiring and promotion, including the idea of color-blindness, as time
has proven that barriers are often still evident, with full-time tenured underrepresented minority
faculty comprising only 17% of tenured faculty, according to the American Council on Education
in 2013 (ACE, 2013; Gamson & Modigliani, 1994; Sanchez, 2015).
In terms of education, affirmative action has been the subject of several Supreme Court
decisions, according to Cornell Law. Brown vs. Board of Education (1954) held that public
schools may not exclude minority students from white schools and was a precursor to future
Supreme Court cases such as Regents vs. Bakke (1978), which concluded that the Constitution
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prohibits a school from having racial quotas. Another example, Gratz vs. Bollinger (2003) ruled
that race-based methods must use strict scrutiny, in direct contrast to Grutter vs. Bollinger (2003),
which declared that race could not automatically result in an acceptance or rejection. Conclusively,
Fisher vs. Texas (2016) determined that the use of race in university admissions efforts was
constitutional. While this is not an exhaustive list of affirmative action examples within education,
it is intended to highlight the foundation and current usage of the policy.
Whenever an organization devotes resources, such as time and money, to making sure
people are not discriminated against based on gender or ethnic group, this is known as affirmative
action. While this is closely linked to equal opportunity, the main difference is that affirmative
action is proactive, while the latter is not (Burstein, 1994; Crosby et al., 2006). Affirmative action
is often portrayed as a group of policies mainly designed to pay for racism and sexism historically,
along with prohibiting the continuation of discrimination (Eisaguirre, 1999; Flores & Rodriguez,
2006; Garcia, 1997; Tucker, 2000). Phrases such as “I am a little bit for affirmative action, but…”
and “Some of my best friends are Black” are phrases steeped in centuries-old rhetoric that is aimed
at hindering the progress, if not stopping it altogether, of Black and Brown people within society
overall, and in this specific inquiry, academia. Some consider these phrases, along with others, to
be expressions of whites’ ambivalence, along with racial ideology, which is used by racial groups
to make sense of the world, along with deciding between right and wrong, valid or invalid, and
crucial or irrelevant (Bonilla-Silva, 2002; Bonilla-Silva et al., 2004; Hass et al. 1992; Katz & Hass
1988). It can be deduced that while affirmative action is often characterized as a method to raise
the percentages of faculty from underrepresented populations at colleges and universities, it has
done a minimal job at accomplishing this task in the last 30+ years, based on the research (Aguirre,

23

2000; Higgerson & Higgerson, 1991; Johnsrud & Sadao, 1998; NCES, 2013; Niemann, 2016;
Perna, 2001; Trower & Chait, 2002; Umbach, 2006).
These phrases are part of the style of racism that claims to be colorblind, which is the
leading racial philosophy of the post-civil rights generation (Bonilla-Silva and Lewis, 1999;
Bonilla-Silva, 2002; Brooks, 1990, 1996; Smith, 1995). And although racism often incorporates
biases, animosity, and absurdity, scholars have deduced that racism contains a physical and
deliberate base, centered around hatred (Bonilla-Silva, 1997; Bonilla-Silva et al., 2004; Feagin,
2000; Fredrickson, 2002). Most importantly, racial outcomes are not the product of individual
“racists” but of the crystallization of racial domination into a racial structure: a network of
racialized practices and relations that shape the life chances of the various races at all levels
(Bonilla-Silva et al., 2004). These grassroots ideologies illustrate why a problem such as this still
exists in the 2019-2020 academic year. Since Jim Crow’s slow decline in the country (lasting well
into the 1960s to 1970s), to reference a remote past as a means of excluding oneself from
responsibility, as whites often do in the present, is to ignore the fairly new and definite styles of
racial oppression that have hindered breakthroughs for Blacks, including tenure lawsuits where
Baez (2002) discovered that among 52 cases started by tenure-track faculty members whose tenure
was withheld due to racial discrimination, according to the faculty members, only six of those
faculty members were triumphant on the basis of racial discrimination, with four of those six being
Whites that sued Historically Black Institutions (HBCUs); only the remaining two were victorious
lawsuits against Predominantly White Institutions (PWIs) (Baez, 2002; Bonilla-Silva et al., 2004;
Sanchez, 2015).
Desegregation laws at colleges and universities were created to reshape the racial/ethnic
layout, boost educational chances, and largely shift the setting of educational institutions. Scholars
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have pinpointed results from desegregation policies that suggest that White individuals angrily
protest against Black enrollment in schools/colleges, and this results in little to no fear of legal
consequences on their part (Braddock & Elite, 2004; Green, 1982; Honey & Smrekar, 2020;
Hurtado, 2007; Karpinski, 2006; Milem & Hakuta, 2000; Pride & Woodard, 1985; Scott &
McPartland, 1982). Each institution needs to examine its history regarding the exclusion of
underrepresented groups, as the achievements of policy and lawsuits targeting desegregation in
colleges and universities has been varied, despite research that affirms the knowledge that Black
and Brown faculty bring to academia (Bernal & Villalpando, 2002; Sanchez, 2015; Williams,
1991). And the organizational lifestyle within higher education could set up obstacles that range
from outright bigotry to slight notions that discourage students and faculty members from
underrepresented populations from successfully entering their institutions seamlessly (Nevarez,
2001; Solorzano et al., 2000; Wassmer et al., 2004).
The aforementioned policies are part of a complex and vast system of controversial issues
that stem from racism, but the dialogue surrounding racism itself and the landscape of race
relations todays is oftentimes wrought with silence, denial, and blatant, blind privilege (BonillaSilva, 2006; Feagin & Ducey, 2018; Wilder et al., 2015). Data supports this. Though the goal of
1960s civil rights legislation was to improve access to the academy, it continues to be a slow climb
in the post-Civil rights era, as Black and Brown scholars still face racial inequities despite the
implementation of strategic diversity plans and initiatives (Allen et al., 2000; Moore et al., 2010;
Wilder et al., 2015).

Furthermore, racism is an ugly reality among academic faculty, as the

concept of “one-minority-per-pot” appears to be a common theme in the hiring of Black and Brown
faculty in many universities (Cahn, 1993; Flores & Rodriguez, 2006; Reyes & Halcon, 1988;
Solorzano & Villalpando, 1998). And sadly, Black women in the academy face more issues of
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credibility and legitimacy as scholars due to negative, anti-intellectual stereotypes associated with
their race and gender (Collins, 1998; Hooks, 1989; Wilder, 2013; Wilder et al., 2015). This leads
to a familiar conclusion, based on previous policy and historical contexts, and the discourse of
post-racialism in the Obama era was equally problematic, troubling, and disappointing, because
society is nowhere near transcending race (Carter, 2009; Lum, 2009; Roediger, 2008; Wilder et
al., 2015).
Transcending institutional and disciplinary boundaries, university faculty have taken the
lead in collaboratively launching diversity initiatives to negotiate and develop strategies that evoke
change (Boylan et al., 2005; Brown-Glaude, 2009; Freudenberger et al., 2009; Single & Davis,
2009; Wilder et al., 2015). As a result, affirmative action and various definitions of diversity were
dealt a major makeover at the turn of the century, due to institutions shifting more towards
inclusivity (Swail, 2003; Wilder et al., 2015). Organizations such as the McKnight Foundation,
the Florida Educational Fund, and Sisters of the Academy rose to prominence and contributed to
the sustenance and development of students and faculty from underrepresented populations to
enhance diversity and equity within higher education.

These organizations represent the

transformation that has occurred, and must continue, in order to enact change that requires
commitment in policies, practices, and curriculums of institutions in higher education that reflect
diversity and equity (Talbert-Johnson & Tillman, 1999).
Failure to consider diversity in terms of college and university policymaking creates legal
issues, much like the California State University (CSU) faced in 2007, spending $2.3 million on
settlements resulting from employment discrimination lawsuits due to their campuses being
inconsistent in their consideration of gender, ethnicity, and other parameters when hiring assistant,
associate, and full professors (California State Auditor, 2007). The State University System of
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Florida (SUS) could face a similar outcome, based on data from the 2019 Equity Report. While
the conclusion is that institutions within the SUS should focus on the diversity of faculty and staff,,
the numbers do not match this conclusion, with 72% of all faculty being White, 4% Black, 6%
Hispanic, and .002% being Native American (Florida Equity Report, 2019).
Instead, institutions, including the SUS of Florida, should follow the lead of the State
University of New York (SUNY). In 2019, after a charge issued by Andrew Cuomo, the Governor
of New York, SUNY implemented PRODI-G (Promoting Recruitment Opportunity Diversity
Inclusion and Growth), which employs research-informed and data-driven best practices to expand
the pipeline of talent, along with improving hiring practices, and strengthening retention policies
(Memorandum, 2019). This came as a result of SUNY discovering it was not competitive in terms
of URM faculty diversity on a national scale (Memorandum, 2019). As such, the implementation
of PRODI-G aims to substantially diversify the faculty within a decade, along with creating bridges
that widen pathways and pipelines to academic careers for underrepresented groups in various
disciplines (Memorandum, 2019).
It is essential to understand that equity and diversity initiatives can often dissipate when
the senior university leaders who uphold them move on to positions and opportunities at other
universities. Milem’s et al. (2005) multidimensional campus climate framework illustrates the
interplay of governmental and political forces, along with sociopolitical forces in several
institutional contexts, ranging from behavioral dimensions on campus in classrooms, all the way
to psychological dimensions of prejudice and discrimination, through budget, policy, and
curriculum (Albert et al., 2018). There are also models of leadership in higher education that aim
at social change (Albert et al., 2018; Astin & Astin, 1996, 2000). The Social Change model (Astin
& Astin, 1996) emphasizes collaboration and fostering social change through three perspectives:
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(1) The Individual, (2) The Group, and (3) The Community/Society, with citizenship as the end
goal. This framework sets the tone for The University of Minnesota Framework for Reimagining
Equity and Diversity (2008), which is a community-derived comprehensive equity and diversity
model that sparked a plethora of equity and diversity initiatives within colleges and across
campuses, with applications of the framework being identifiable on a widespread or local level of
recruitment, retention, and advancing, such as the CLEAR Hiring Initiative, the Bridge Fund for
Faculty of Color Hires, the Faculty of Color Initiative (FOCI), and Keeping Our Faculty (KOF)
Symposia, and more examples that illustrate how a firm foundation coupled with principled
leadership can guide decisions about diversity and equity (Albert et al., 2018; University of
Minnesota, 2008).
Allen et al., 2019 and other scholars affirm that opportunity hires are not a “new” idea, and
the resistance to “target of opportunity” affirmative hiring derives from a zero-sum mindset
(Norton & Sommers, 2011), which infers that women who are less qualified and representatives
of underrepresented groups supersede more qualified men, which is a form of resistance and
implicit bias that affirmative action plans are intended to withstand (Allen et al., 2019; Bagenstos,
2007; Chesler, et al., 2005; Harrison, et al., 2006; U.S. Department of Labor, 1965). This further
cements the necessity for social justice in the academic workforce, as it provides a rationale for
genuine care in diversification and representation, lending itself to creative and innovative
discoveries that break down stereotypes and appeal to underrepresented students and faculty,
fostering a more inclusive social climate for everyone (Allen et al., 2019; Byars-Winston, 2014;
Cech, 2014; Chesler, et al., 2005; Hong & Page, 2004; Page, 2008; Pande & Ford, 2011; Valantine
& Collins, 2015; Young, et al., 2013).
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Another example comes from the University of Arizona (2013), which emphasized
communication as a catalyst for change in its diversity initiatives, including a diversity webpage
with links from the president’s and provost’s pages with an inventory of events centered around
diversity, programs, groups, and more located at the university. Additionally, the University of
Arizona took steps to include language of inclusion in its position announcements that was
descriptive and focused on the importance of diversity in faculty hiring. Other methods included
embedding diversity and inclusion into its hiring qualifications, along with electronic distribution
to diversity caucuses, in-person recruitment at diversity caucus events, personal invitations to
apply, involving chairs and directors from other institutions, such as HBCUs (Historically Black
Colleges and Universities) and HSIs (Hispanic Serving Institutions), and asking applicants to
address inclusion through their teaching, research, service, or other methods related to diverse
communities/populations, all ideas/tools aimed at attracting and retaining a diverse faculty
(Fradella, 2018; Smith et al., 2007; Turner & Meyers, 2000). And due to a well-connected,
attentive, and explicit pledge to equitable, diverse, and inclusive strategies that correspond with
the recruitment and retention of Black and Brown faculty and staff professionals (Peek et al.,
2013), departments are advised to be on one accord regarding their interests for improving equity
in faculty hiring, as this has been known to boost the percentage(s) of faculty from marginalized
groups at institutions like the University of Wisconsin, and will classify those faculty members
that are more effective advocates for faculty candidates from marginalized groups, along with
being advocates for equitable hiring processes during the faculty search (Bhalla, 2019; Devine et
al., 2012, 2017; Stewart & Valian, 2018).
Other measures that have been used successfully in academia include checklists that
determine and attain unity on targets that seek to escalate equitable and diverse measures for hiring
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faculty, a rubric that assesses diversity statements early in the evaluation process, developing a
mentoring plan for early career faculty, and assessing the analysis and advancement processes in
a respective college and/or university department for compliance purposes. These measures are
most effective when faculty positions are actively advertised as a means of promoting equity in
the department and/or institution, with the department chairs and search committee members
reaching out sincerely and assuring candidates of the commitment from both the college/university
and department to advancing equity in faculty hiring (Bhalla, 2019; Gaucher et al., 2011; Peek et
al., 2013; Stewart & Valian, 2018). Other examples include using databases that pinpoint faculty
candidates from underrepresented and marginalized groups, though when faced with a large
number of applicants, the candidates are evaluated quickly, leading to bias from existing faculty,
who assume they know quality when they see it, based on experience (Bhalla, 2019; Clauset et al.,
2015; Macaluso et al., 2016; Milkman et al., 2015; Moss-Racusin, et al., 2012; West et al., 2013).
All in all, research concludes that departments and institutions as a whole evade the tokenization
of Black and Brown faculty and the likelihood that these groups will be evaluated differently or
massively scrutinized in comparison to their White counterparts, as they should not have to do
more than a member of a well-represented group, such as extra duties to gain representation on
university committees (Bhalla, 2019; Hayes, 2010; Settles et al., 2019). These are but a few
examples of what could and/or could not be the desired outcome for institutions that seek to
promote diverse/equity measures for underrepresented groups.
Need For Diversity in Higher Education
Diversity has been a buzzword in academe for at least forty years, and perhaps the least
successful of all the many diversity initiatives on campuses are those in the realm of faculty
diversity (Fradella, 2018; Smith et al., 2004; Taylor et al., 2010). In order to deepen the discussion
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of diversity, there should be a definition of the term itself to begin the journey. Truthfully, there
is no universal expression for diversity, as it is dynamic and plural in nature, influenced and
visualized differently by context; therefore, it has not acquired a consistent conceptual meaning,
and it is doubtful it ever will (Carrell & Mann, 1995; Smith, 1995; Triandis, 1995; van Ewijk,
2011; Zapata, 2009). However, this review of relevant literature seeks to define diversity based
on the charge of delineating issues that highlight the increasing complexity of inequality in higher
education, by taking responsibility to advance social progress based on difficult social and societal
issues, as we begin to end the silence about things that matter (Hurtado, 2007; King Jr., 2014;
Schoem & Hurtado, 2001).
Though early colleges/universities were in no way trendy spaces, instead molded by
aristocratic customs that suited the aristocratic components of colonial culture, the obvious prestige
that “colonial heritage” brings to colleges and universities of today is neither inevitable nor
unbroken, as historic colleges are known to assert their legacy as part of their contemporary
educational mission and appeal (Rudolph, 1962; Rudolph, 1990; Thelin, 2011). And while
institutions in higher education were traditionally founded on elitism (Herron, 2013; Hoover, 2017;
Weiner, 2009), increasing levels of diversity are currently considered important, as educational
benefits are evident (Antonio, 2004; Chang, 2002; Hoover, 2017; Laird et al., 2005). Diversity is
difficult to decipher and examine, especially when the lens one may be using is not the same as
that used by decision makers. Administrators claim to be pro-diversity and social justice, but this
does not translate to daily transactions. Besieged and overwhelmed with Whiteness in all aspects
of administrative policies and governing practices established for mainstream students and faculty
in rural PWIs, few diverse ideas, people, and ethnic cultures are accepted despite pro-diversity and
equality mission statements. Rarely do Black and Brown people voice their concerns about
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equality and social justice in rural academia, for example, because sooner or later they find
themselves in at-risk situations that breach White-vested interests, policies, and practices that
overshadow their plight, including inequities that Black and Brown female faculty may face, as
they are considered “outsiders” while continuously struggling to reach a status that could grant
them an “insider” status of sorts (Croom, 2017; Han & Leonard, 2017; Iverson, 2011).
Black and Brown faculty members in higher education, sadly, tend to slip into invisibility
where it matters most, in how they are valued and/or embraced in everyday practice, along with
the transforming difference they bring to institutions of higher learning, and the relative paucity of
Black scholars in high-prestige doctoral programs is reflective of the difficulties they encounter
when they apply for faculty positions at elite institutions (Allen et al., 2000; Mirza, 2006; Smelser
& Content, 1980). While producing a diverse professoriate that is representative, innovative, and
intellectually diverse, Black and Brown scholars have shown that diversification also gives rise to
themes of isolation, occupational stress, institutional racism, tokenism, accent discrimination, and
challenges to intellect and credentials, along with biased recruitment, promotion, and tenure
practices (Chesler, 2013; Gasman et al., 2011; Perez, 2019; Turner et al., 2011; Turner et al., 2008).
Black male faculty are marginalized in colleges and universities due to various factors,
including meager portrayals, demoralizing occurrences within the educational pipeline, hurdles
intended to systematically prevent the achievement of academic endorsements that are needed to
become an educator, and lastly, small wages (Allison, 2008; Gordy, 2011; Griffin et al., 2014;
Harper, 2009; Jackson & Crawley, 2003; Warde, 2009). There is a major disservice done to Black
and Brown female faculty when their voices are not heard, their concerns are not addressed, and
their progression is stunted based on their gender and/or race/ethnicity. Brown female faculty
assert themselves in various ways, according to research, such as refusing to conform to the
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academy’s status quo. Also, they create counterstories of being in the academy that reflect their
abilities, along with their desires to negotiate borders and portray fluid cultural and linguistic
experiences that create a complex, multidimensional world that Black women may also inhabit on
the margins of white institutions, paving a way for understanding Black and Brown women’s
agency and subjectivity in relation to their space on the margin (Mirza, 2006; Oliva et al., 2013).
Respectfully, diversity leaders must be mindful of the plight of Black and Brown faculty
in higher education. Literature affirms that diversity leaders with privileged social identities
should lead with modesty, understanding, nuance, and most of all, courage.

They must

demonstrate strong, public, antiracist, feminist, social justice leadership that is rooted and
grounded in working collaboratively with those who are marginalized and excluded at all levels
(Owen, 2009). And based on the present-day racial mood within the United States, it is futile to
persist in sidestepping the much needed discussion and critical evaluation of race, racism, racists,
racism based on gender, bias, bigotry, access, and influential relationships within colleges and
universities, including the overlooking of data, past, present, and future, that informs us about
educational practices and that only tend to be used in lawsuits, but would better serve in the
development of a strategic diversity plan, the formulation of a legitimate class climate survey, and
a genuine, authentic heritage celebration throughout the institution that not only denounces racism,
but issues consequences for the deliberate practice of such (Hurtado, 2007; Smith et al., 2007;
Wolfe & Dilworth, 2015). To be proactive is to be one step ahead in the quest to promote and
implement diversity that welcomes Black and Brown faculty. Furthermore, if the numbers are low
in terms of Black and Brown faculty at institutions, research suggests that many tend to leave
institutions of higher education less because of what they bring to the university/college than
because of what happens to them when they arrive there (Quezada & Louque, 2004). Studies prior
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to this reveal that growing percentages of Black and Brown faculty possibly add to the extreme
total that is essential for an influence on the excellence of education and the accomplishments of
students, in order to reflect a forward-looking result (Blackwell, 1981; Cheatham & Phelps, 1995;
Fujimoto, 2012; Reyes & Halcon, 1991). Diversity can be unpacked in many ways. An optimistic
approach was taken to highlight research that focuses on existing tactics aimed at advancing and
redefining diversity for the better.
Certainly, administrative leadership plays a crucial role in hiring, attracting, and retaining
Black and Brown faculty, but it is a myth to assume that if the president, provost, dean, human
resources officer, trustee, and other administrators advocate for faculty diversity, then it will come
fully to fruition. It the role that search committee members play in the process cannot be
overstated, as they may not have discussed or even agreed upon selecting a Black and/or Brown
faculty member to diversify the often single-ethnicity faculty population, which contributes to the
lack of diversity efforts on college campuses (Kayes, 2006; Turner, 2002). And research has
discovered that college students that mention their interactions with peers and/or faculty from
diverse populations, specifically race, common values, interests, and more, possess a deeper
acceptance for diverse perspectives, and a desire to confront their own fundamental ideas and
beliefs, helping to shape their educational experiences (Hurtado et al., 1999; Hurtado, 2001;
Pascarella et al., 1996).
The effects of diversity in terms of student outcomes may be complex and indirect (Astin,
1993; Chang, 1996); however, efforts must be made in order for the desired results to take place,
if an institution promotes diversity initiatives on its campus, inside and outside of the classroom.
One important task of colleges and universities is to equip students for life after school, and society
is diverse; therefore, the campus climate should reflect this. The role that higher education portrays
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in grooming students to thrive in a diverse society has been disputed through the years (Cole &
Barber, 2003; Gurin, 1999; Hurtado, 2001; Milem & Hakuta, 2000; Rudenstine, 1996; Smith,
1989; Smith & Schonfeld, 2000; Umbach, 2006). Furthermore, diversity should be seen as an
obligatory benefit for all that reinforces the contributions that higher education can bring to
students through diverse faculty (Astone & Nunez-Wormack, 1990; Duster, 1993; Hurtado, 1998;
Liu, 1998; Smith & Associates, 1997; Tierney, 1993; Umbach, 2006).

Faculty from

underrepresented populations create an environment of comfort, along with providing support and
mentoring opportunities to students from underrepresented populations, due to these students
looking to the faculty for understanding and encouragement to succeed, against the odds they are
facing, in turn illustrating that the institution has a commitment to diversity (Cole & Barber, 2003;
Hurtado et al., 1998; Hurtado et al., 1999; Smith, 1989; Umbach, 2006).
Allen et al. 2019 reasserts that there are numerous obstacles to recruiting and retaining
faculty of underrepresented groups, including, but not limited to, less than stellar mentoring and
networking (Ransdell, 2014), fewer distinguished opportunities for post-doctoral work (Sheltzer
& Smith, 2014), tepid letters of recommendation that overemphasize identity (Schmader et al.,
2007), scholarship that is undervalued (Knobloch-Westerwick et al., 2013), and the list could go
on, but ultimately concludes with inescapable, structural, and sophisticated biases in the academic
workplace (Allen et al., 2019; Carnes et al., 2015; Fox, 2015; Moss-Racusin et al., 2012; Reuben
et al., 2014). Sadly, with the aforementioned examples, real attempts at change are often lacking.
For example, it is painfully obvious in community colleges the sheer deficiency of any attempt to
deepen diversity initiatives for Black and Brown faculty and staff professionals, even though there
are a plethora of benefits presented regarding the diversification of faculty enrollment and the
almost forty years of study dedicated to faculty development in two-year colleges (Centra, 1976;

35

Cryer, 1981; Gurin et al., 2004; Hammons, 1979; Lindquist, 1978; Milem, 2003; Robinson et al.,
2013). This only increase the desire for progress and change, in order to provide access and a
voice for Black and Brown faculty within higher education.
Faculty Recruitment and Hiring
A major issue regarding retention for faculty of color is burnout.

The constant

misuse/abuse of Black and Brown faculty members at PWIs can lead to those faculty members
seeking a tenure-track position or another position altogether elsewhere for mental and physical
health reasons. Research supports this, where on most predominantly white campuses, faculty of
color are few in number and in many instances assume or are asked to assume mentoring
responsibilities for underrepresented minority students, in addition to fulfilling other scholarship
and tenure requirements. This additional service requirement may lead to higher levels of burnout
and, subsequently, attrition from academe (Carter, O’Brien, & American Council on Education,
W. D. D. of P. A. and R., 1993). This identifies another instance of institutional practices that
inhibit the long-term growth of Black and Brown faculty.
Another piece of the puzzle is the connection between four-year institutions and two-year
institutions, or community colleges. If Black and Brown faculty are lacking in numbers at both,
this could lead to lower numbers in terms of underrepresented minority students at both levels. As
previously noted, if Black and Brown faculty are asked to take on mentoring responsibilities for
underrepresented minority students, there is an acknowledgement on the decision-makers’ part
that there is a need for change in the status quo. Currently, based on research, the numbers are
alarmingly low for Black and Brown faculty, and it seems that there is a colorblind approach to
inclusion of faculty, regardless of discipline or level of higher education institution. Through this
mask of “color-blindness,” decision makers can view fairness as treating everyone the same. This
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illusion of a level playing field can lead to the belief that the ethical decision is “fairness through
sameness.” Through a process of racial and cultural homogenization that leads toward a middleclass Whiteness, principle- or value-based “ethical” decisions can become those that maintain a
status quo of inequality, and in plenty of colleges and universities, there are restricted amounts of
Black and Brown faculty members that populate positions of leadership (Flowers & Moore, 2008;
Fujimoto, 2012; Jackson, 2003; Moore & Herndon, 2003).
An article written by Sensoy and DiAngelo (2017) focuses on the faculty hiring process.
They reviewed a typical hiring scenario and identified common hiring practices that block diverse
faculty yet promote whiteness. They offered alternative practices for hiring committees to guide
them more toward their institution’s “commitment” to diversity, as there is an abundance of
empirical evidence that people from underrepresented populations are discriminated against in
hiring and have been for generations (Cheung et al., 2016; Derous et al., 2016; Hasford, 2016;
Rivera, 2015; Sensoy & DiAngelo, 2017). A major disservice occurs by downgrading and/or
downplaying the vitality of equity and inclusion of underrepresented groups in the classroom, as
well as in decision-making positions. Diverse faculty also challenges institutions to move away
from a “white-centered” approach to one that is inclusive of many different voices and
perspectives. Having a diverse faculty strengthens the faculty and the institution as there is more
richness in the curriculum and in conversations taking place on committees and in faculty
meetings. A diverse faculty also holds the university accountable in ways that uplift
underrepresented populations and center issues that are important to the large and growing
communities of color across the nation, allowing students to comprise spaces filled with
awareness, cultural insight, and leadership (Antonio, 1998; Bowen & Bok, 1998; Gasman, 2016;
Hurtado, 2001).
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Diversity-building sessions, which include a Q&A portion, more often than not open the
door for a question to arise about “quality over quantity.” It is reasonable to ask why this question
is not posed in a session that is not centered around diversity. After all, when recruitment,
retention, and hiring are considered for members of underrepresented populations, diversity is the
standard, as it serves to be a beacon for doing what is right. Yet the word “quality” is used to
dismiss underrepresented groups who are otherwise competitive for faculty positions. Even those
people on search committees who appear to be dedicated to access and equity will point to
“quality” or lack of “quality” as a reason for not hiring a Black or Brown person, despite
longitudinal surveys that demonstrate the interactions of blended ethnicities and support in
diversity seminars that are profitable for both Whites and underrepresented groups alike (Crosby
et al., 2006; Gasman, 2016; Gurin, 2002, 2004). An institution could do a major disservice to
faculty from underrepresented populations when it comes across as if it is settling for less in hiring
them simply based on their skin color, or their gender, if they are female faculty members. Gasman
highlights major causes for concern where the hiring, recruitment, and retention of Black and
Brown faculty members are concerned, as she and other scholars note that faculty will manipulate
policies and procedures, demolish barriers, and create ways to recruit faculty and staff
professionals that they truly desire (often white colleagues). Yet faculty from underrepresented
groups do not receive the same efforts, and the same faculty that moved heaven and earth for their
white counterparts will often follow the rules and become enraged when faculty from marginalized
groups are recruited in a similar manner. Additional research confirms that exceptions are
consistently created for White people in academia, based on rate of pay, educational opportunities,
overall treatment, and other aspects of racial bias; in short, White privilege is the custom in higher
education (Crosby, 2004; Crosby et al., 2006; Gasman, 2016; Hacker, 1995; Hall, 2002, 2004;
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Laycock, 2004; Pettigrew, 2004; U.S. Dept. Labor, 2003). This mirrors the aforementioned
statistic, noting the obviously low number of Black and Brown faculty in higher education,
regardless of rank. This statement also highlights why faculty recruitment, retention, and hiring
for Black and Brown faculty needs deeper examination, discussion, and potential reconstruction.
Gasman et al. (2011) conclude that not much change has occurred, even though there is a clear
need.

For example, in the study, it was determined, based on retention, recruiting, and

faculty/administrator interviews, that there were no current designated procedures at institutions,
nor any future plans, except for an Affirmative Action Officer (AAO), whose function is to
guarantee diversity at a college or university.
These are questions that may never receive conclusive and complete answers, and while
an approach that insinuates guilt and shame for hiring committees could evoke change, one author
provides a few suggestions to help guide the process in a more inclusive manner. And while it is
enticing and gratifying to employ strategies that are more upfront and combative to expedite hiring
that is diverse, the outcomes may be fruitless, going so far as to reduce the percentages of
marginalized groups even more. Consequently, the key to effective professional development for
predominantly White search committees is a non-threatening, cognitive-affective approach that
combines support, challenge, collaboration, theory, empathy, and practical application, even in the
face of a committee’s apparent inability to identify any but the most flagrant forms of
discrimination when encountering gender/racial inequities on a case-by-case occurrence (Cordova,
1992; Crosby et al., 2006; Kayes, 2006; Rutte et al., 1994). Providing search committees with
tools that are needed for complete transparency, inclusive intentions, and progressive mindsets is
truly what will spring the entire process forward for Black and Brown faculty seeking tenure-track
positions. Ware (2000) notes that the voices of scholars and researchers from underrepresented
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groups have created a fresh dimension to academic conversation. Yet, deceitful, and needless
barriers remain to delay and deter the hiring of Black and Brown faculty. Additionally, the few
who are chosen are not always comfortable with what they find, as institutional oppression is an
often-unspoken and organizationally unrecognized reality for many minoritized faculty (CasadoPerez, 2019; Gasman et al., 2015; Misawa, 2015; Ware, 2000).
It is also critical to note that two-year institutions, or community colleges, also face similar
issues with search committees, regarding recruitment, retention, and hiring for faculty of color.
Despite the increase of student diversity on college campuses, the racial and ethnic diversity among
faculty members continues to lag (Fujimoto, 2012; Jayakumar et al., 2009; Turner et al., 1999).
Other research suggests that due to insufficient time, there is little to no modification or input
placed into job descriptions, questions used for interviews, and assessment benchmarks (Lara,
2019). This is vital in the grand scheme, as the issue is not just at four-year institutions, but twoyear institutions as well, which cements the necessity for more discussion and research to take
place, in hopes of ameliorating the issue(s) at hand. Additionally, it is the responsibility of the
institution to make progress and changes for the benefit of all, as intentional movement from an
institution will prompt practices of change, resulting in greater progress for students from all
backgrounds, primarily students from underrepresented populations. This far-reaching domino
effect can and will take place if colleges and universities choose to introduce and enforce practices,
policies, and procedures that are cognizant of race, with the intention of investing in Black and
Brown faculty and staff professionals (Lara, 2019).
Furthermore, when considering retention at community colleges in particular, there are
major concerns that are damaging to various aspects of the faculty’s longevity and dexterity at
these institutions. Several scholars conclude that current conditions for Black and Brown faculty,
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based upon their expressed experiences at community colleges, are deleterious to their professional
performance, to their positive self-image, and to their contributions to their institutions. Based
upon the experiences of Black and Brown faculty members, alterations to their professional
conditions are unlikely without systemic institutional change. Indeed, without improvement to
these conditions, the job satisfaction of faculty of color is unlikely to change (Levin et al., 2015).
Additionally, some underrepresented minority faculty, men and women, never reach tenure
because they are caught in a revolving door syndrome, which culminates when members of
underrepresented populations are appointed to tenure-track positions, kept for four to six years,
and unfavorably evaluated for tenure through institutional policies and decision makers viewing
their work as unworthy of serious consideration, leaving them forced/required to leave. This
process can be repeated at several institutions until the unsuccessful candidates opt to leave the
academy permanently (Banks, 1984; Gregory, 1999; Gregory, 2001; Touchton, 1995). Decision
makers play a critical role in the process. Hiring only builds upon the need to administer change,
as hiring practices can be perceived as both significant and problematic. Specific hiring practices
and policies could be characterized as serving a gatekeeper role, falling far short of actions of
equity (Levin et al., 2015). If the current actions are obligatory in nature, rather than purposeful
and deliberate, the problem only persists. It is no surprise that the retention and recruitment of
faculty from underrepresented groups is achievable, but only if administrators and faculty promise
to take up the charge and step out of their comfort zones. It is not going to happen by accident or
without effort. The payoff can be significant, and the possibilities are endless, but only when risks,
involving all stakeholders, are taken. And while the “essential” items to recruit faculty of color
may be as simple as “support, education, and money/salary,” no lasting and/or meaningful action
can be taken until appropriate research is concluded (Lumpkin, 2007; Salvucci & Lawless, 2016).
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In short, the more members of a department, organization, or institution have received an
educational and persuasive message about the value of faculty diversity and how to reduce
unintended evaluation bias in faculty searches, the closer they can come to achieving a more
inclusive environment that fosters excellence in their constituencies, along with facilitating a shift
in the thinking and attitudes of both faculty and administrators (Brown 2004; Sekaquaptewa et al.,
2019).

Placing the need for change in front of the respective audience(s), along with

qualitative/quantitative evidence, provides tools needed to address a problem where change is long
overdue effectively and efficiently. Discovering the importance of a devoted support system is
critical, along with having a fully engaged provost, as well as deans and co-principal investigators
with administrator-level positions to ensure that hiring is possible, and also assist with shaping the
support systems and strengthening retention and recruitment efforts for hires (Sgoutas-Emch et al.,
2016). Building a diverse faculty is not an easy process, especially when the status quo seems so
comfortable and non-problematic to those in decision-making positions; yet the persistent
presentation of data/research that supports the need for change is what can shift the dynamic more
towards diversity and equity.
There is an economic effect when dealing with the small number of Black and Brown
faculty within higher education. For example, when colleges and universities first attempted to
solve their faculty diversity problems, they simply threw money at the issue. Examples included
salary stimulus for appointees from marginalized groups, and extra openings for hires from
underrepresented groups. And while those monetary mediations had mild success rates, they more
than likely had results that were below average over an extended period of time, due to their
unsustainability and failure to ensure that recruiting, retaining, tenure, and promotion would be
equitable for faculty from underrepresented groups (Taylor et al., 2010). The inability to guarantee
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that faculty of color will be hired, retained, and/or promoted poses a major concern in the grand
scheme, as this could simply be viewed as placing a bandage over a wound that needs more acute
treatment. An additional way that economic factors shape diversity initiatives comes through each
institution’s determination of efficiency. A few colleges and universities have used the uncertain
economic conditions as a means of reevaluating the efficacy of cost for their programs that are
focused on diversity. Numerous college and university administrators seek to understand the
potency of their plans, and whether they are comparable to the money that is designated to them.
This has produced a gross reduction in support for efforts aimed at diversity at several colleges
and universities (Taylor et al., 2010). When these initiatives are severed, it affects many, largely
Black and Brown faculty in tenure-track positions. Ultimately, diversity must dwell in a climate
that nurtures inclusion, which in turn will allow it to grow without hindrance. It is evident that
recruitment efforts, coupled with a sincere desire to embrace diversity and respect for Black and
Brown faculty, will lead to better results, highlighting the importance of monitoring efforts that
recruit and retain Black and Brown faculty (Thompson, 2008).

Above all, the involved

stakeholders, regardless of level, must be fully committed to improving efforts to hire, keep, and
advise faculty of underserved communities. These efforts consist of fusing policies and granting
measures that quantify and assess the efficacy of those efforts. Collective support from upper-level
administrators and influential faculty will bolster the impact of faculty colleagues in adopting
initiatives to disrupt racist oppression in the academy so that early career Black and Brown scholars
may achieve tenure without losing their dignity, integrity, and/or their souls (Thompson, 2008;
Turner et al., 2017). Furthermore, to maintain a status quo within the institution is to maintain a
lack of numbers amongst faculty of color in higher education. This mirrors formulas that existing
departments use as a default, which are not constructed to address diversity, and therefore, cannot
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be relied on to achieve diversity (Sensoy & DiAngelo, 2017).

Interestingly, the current

professoriate, consisting primarily of White men, is currently making plans to retire. Those
professors onboarded in massive percentages in their youth during the 1960s are approaching the
sunset of their academic careers; therefore, pushing against tradition and the normative practices
that have been institutionalized and function to exclude diverse faculty may become less
challenging, but not altogether non-existent (Sensoy & DiAngelo, 2017; Turner, 2002). Many
institutions, according to research, are upbeat about the prospect that those gaps will permeate with
faculty from underrepresented populations, but this remains to be seen. Regardless, the effort to
diversify faculty will only be sustained by understanding the cyclical connection between
recruitment and retention that is both successful and deliberate regarding diverse faculty members,
this being that one thrives on the other, and in order to achieve better results, the desire to embrace
diversity must be sincere and genuine (Thompson, 2008; Turner, 2002). No doubt, change is
difficult, especially for parties that receive privilege; however, the research illustrates that if the
endgame is to double or triple the amount of Black and Brown faculty and staff professionals in
higher education, then change is essential, regardless of how much discomfort it may entail.
Getting Black and Brown faculty to a place where they feel they can be developed
holistically, including tenure, promotion, and a space of inclusion that feels safe, is a trying task.
Tenure and promotion are essential for the inclusion of Black and Brown faculty at all institutions,
and much improvement needs to take place. There exists an even stronger reason for this needed
change, as Black advancement through faculty ranks is so slow that, at the current rate, it will take
about a century and a half for the percentage of African-American faculty to reach parity with the
percentage of Blacks in the nation’s population, and the percentage of Black and Brown faculty
who obtain tenure and earn promotion to full professor in four-year colleges has stagnated for the
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last five years, which may leave underrepresented faculty members feeling only symbolically
hired, stigmatized, or out of place altogether in the academy (Arnold et al., 2016; Boyd et al., 2010;
Ginder & Kelly-Reid, 2013; Ponjuan et al., 2011; Thompson & Dey, 1998). There is a dire need
for safe spaces that promote an atmosphere of welcoming and the enriching methods that Black
and Brown faculty so dearly need to progress through the process of tenure and promotion.
Colleges and universities should establish and maintain welcoming department climates centered
on supportive and professional collegiality for productivity. Respect for research interests and the
dissemination of implicit yet pertinent information to faculty of color may also help them to
prepare for successful careers in academia, as we should not wait to learn only from the few Black
and Brown faculty who have gained tenure, but also from those currently engaged in the process
(Baylor, 2018; Diggs et al., 2009). If institutions truly want Black and Brown faculty to thrive and
excel, they must aspire, hire, and inspire, or the well-being of these faculty members will expire.
And what better group to speak with regarding the process than those who are actually going
through it? Oftentimes, the research will seek out those who have earned tenure, but what if faculty
from underrepresented populations who are on the path currently are asked for their perspective(s)?
This is important for research purposes, as it opens another avenue for advancement of the
research.
If mentoring is a potential solution, it must be considered as a barrier to success as well.
While mentoring is a valid and beneficial concept for Black faculty seeking tenure and promotion
through the development process, research indicates that mentoring often pairs Black faculty with
non-Black faculty as their mentors, as senior faculty who are Black tend to be far and few between.
Frazier (2011) notes that failure to find a mentor who has similar interests could incite feelings of
isolation, instances of microaggressions, and other difficulties within their departments and
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institutions. Along with mentoring, the literature highlights the promotion process as another
potential barrier for success for Black faculty in particular. A possible reason for the lack of a
positive review and or promotion experience could be that Black faculty are viewed as products
of affirmative action, and if they have outside personal interests and agendas that may not proceed
down the standard line required for tenure and promotion, they are often forced to straddle both
effectively, otherwise get forced out of academia (Frazier, 2011; Jayakumar et al., 2009).
Ultimately, the literature illustrates that Black faculty are not as likely to experience opportunities
to advance in higher education. However, there are tips that could be used to advise faculty
members and administrators who truly desire to retain Black faculty regarding what should be
done. These include providing opportunities for African American faculty members to exercise
their influence inside and outside of their departments, including their institutions at large; creating
additional opportunities for collaborative research, along with teaching and assignment
opportunities that support tenure and promotion quests; assigning favorable teaching and research
loads to Black faculty; leading them to research funding streams, along with facilitation that
explains the importance of travel, leave, and using their sabbatical time for the best possible needs
(Modica & Mamiseishvili, 2010; Siegel et al., 2015). It is essential to note that the process is
applicable to both Black and Brown faculty for their betterment, long term. Equipping them with
the knowledge that promotes longevity and dexterity within the academy should provide steps in
the right direction to increase the number of Black and Brown faculty within academia.
Critical Race Theory (CRT) Framework
Critical Race Theory (CRT) rose to prominence in the mid-1970s, based on early pieces
from Derrick Bell and Alan Freeman, as both were deeply disappointed in the glacial rate of
progress that the United States was taking in regard to racial reform (Delgado, 1995; Hiraldo,
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2010; Ladson-Billings, 1998). As such, CRT seeks to analyze the position(s) that both race and
racism take in preserving disparities that exist within society, as well as those connections betwixt
Whites and underrepresented groups (DeCuir & Dixson, 2004; Hiraldo, 2010; Ladson-Billings,
1998; Ladson-Billings & Tate, 1995). As a theoretical framework that emerged to describe the
extensive refusal from Whites to acknowledge and accept Civil Rights Era revisions, Critical Race
Theory (CRT) surveys the interests of underserved populations from a sociological perspective,
one example being the connection amongst practices and processes that discriminate on an
organizational and institutional level (Moore, 2008) and the social force of whiteness (Hughey,
2010; Lewis 2004; Ray et al., 2017). It argues that shifts in the racial structure are unpredictable,
and that investigators are advised to anticipate retaliation, with Whites behaving in a manner that
strives to uphold the advantage and dominance in their favor (Ray et al., 2017). This is confirmed
as detractors of CRT have long sought to misrepresent the approach and framework (Crenshaw,
2002; Delgado, 1993; Gillborn, 2010, 2015; Warmington, 2011).
The framework of CRT consists of five core tenets, including Whiteness as property, the
permanence of racism, interest convergence, the critique of liberalism, and counter-storytelling
(DeCuir & Dixson, 2004; Hiraldo, 2010; Ladson-Billings, 1998; McCoy, 2006). It is vital to
utilize all five tenets, as they work together to reveal racial inequities within higher education. As
all five tenets address various themes, all interconnected, they serve to unearth the variety of ways
that institutions reinforce and justify overt racism and maintain institutionalized racism in more
subtle manners, as Bell’s interest-convergence theory suggests (Bell, 1987; Hiraldo, 2010;
Solorzano & Yosso, 2002). If an institution is truly dedicated to diversity and equity, it can make
efforts to raise the number of students, and in the case of this dissertation, faculty and staff
professionals, who are Black and Brown in particular. By doing so, these institutions will alleviate
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the stain and stench of racism that seeks to regulate various political, cultural, economic, social,
and other realms of society inside and outside of higher education, where White individuals are
privileged over individuals from underrepresented groups (DeCuir & Dixson, 2004; Delgado,
1995; Hiraldo, 2010; Ladson-Billings, 1998; Ladson-Billings & Tate, 1995).
Institutions of higher education provide opportunities for young adults through their
development stage, such as peer leadership that presents a standard developmental role, providing
students with the ability to seek out opportunities before making any grown-up promises, but there
are colleges and universities that fail in this capacity (Gurin et al., 2002; Pascarella & Terenzini,
1991). This does not reflect the emerging body of scholarship that speaks directly to the benefits
of a racially/ethnically diverse postsecondary educational experience (Gurin et al., 2002; Hurtado
et al., 1999; Milem & Hakuta, 2000; Orfield, 2001; Smith, 1997). This is supported with faculty
assessments about the impact of diversity on student learning or other outcomes related to the
missions of their colleges and/or universities (Gurin et al., 2002; Maruyama et al., 2000). If
institutions of higher education continue their refusal to retain, recruit, and/or advance faculty that
is diverse, CRT confirms that they will remain unprepared to carry out the necessary work that
comes with the ever-increasing percentages of students from underrepresented groups, as faculty
from underrepresented groups are not represented well in colleges and universities as a result of
roadblocks that are derivatives of racism (Bernal & Villalpando, 2002; Munoz et al., 2017; Turner
et al., 2008). Additionally, CRT notes that diverse faculty may bring social justice agendas that
strengthen the academy, and benefit students on all college campuses. A pledge to mentor (Davis,
2002; Olmedo, 1990; Plata, 1966; Thomas & Asunka, 1995), a campus climate that is highly
supportive (Alfred, 1999; Antonio, 2002; Thomas & Asunka, 1995), and room for engagement
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and leadership initiatives (Cuadraz, 1998; Turner, 2000), are but a few ways that CRT strengthens
the rationale for diversity initiatives within institutions of higher education (Munoz et al., 2017).
Scholars who utilize CRT have integrated subjects and areas like political science, the
economy, history, sociological studies, and other various topics to interpret, while simultaneously
dissecting the tactics that systemic racism uses to fortify, adjust, and reproduce itself for the sake
of uplifting White supremacy (Crenshaw et al., 1995; DeCuir & Dixson, 2004; Gotanda, 1991;
Hernandez, 2016; Leonardo, 2004, 2012; Munoz et al., 2017; Rosebery et al., 2010). CRT defies
the conventional assertions that colleges and universities make toward equality, meritocracy,
colorblindness, racial neutrality, and opportunities for all. CRT scholars also contend that these
conventional assertions seek to mask for self-interest, sovereignty, and entitlement of privileged
groups in U.S. Society, with a commitment to social justice (Calmore, 1992; Matsuda, 1991;
Solorzano, 1997; Solorzano & Yosso, 2002). In essence, this review of relevant literature chooses
CRT to outline the permanence and centrality of racism within society and educational structures,
as research (Harley, 2008; Holmes, 2013; Munoz et al., 2017) and stories confirm the presence of
discrimination and racism in academe, often composed of micro and macro-aggressions that create
racially hostile environments (Orelus, 2013; Pittman, 2012; Solorzano & Yosso, 2002; Woodley,
2013; Writer & Watson, 2019).
A major way to emphasize the nature of CRT is to understand that educational guidelines
are a decree of White privilege and/or supremacy. Additionally, it is unhealthy to consider that
racism, bias, bigotry, and White supremacy will be cured and/or contained through law and policy
alone, especially when considering the violent, imperialistic, and oppressive past of racism, bias,
bigotry, and White supremacy (Evans-Winters & Hoff, 2011; Gillborn, 2005; Patton, 2016).
Above all, policy and practice are rooted in racism, and whether deliberate or not, they still
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illustrate the institutional norms and components that preserve White privilege and allow the
continuing servitude of underrepresented groups (Delgado, 1984; Harper, 2012; Harrell, 2000;
Jones 2000).
There are several areas that help unpack diversity for the betterment of Black and Brown
faculty. One way to implement change is to build upon a foundation. For example, a newer
extension of CRT is CriT Walking, which is CRT with legs. It seeks to move critical race theorists
to develop classroom and community-based methods that implement checks and balances to
confront racist structural policies and practices, and to push students and each other to take action
for continual social change, while realizing that Black and Brown faculty are the key experts on
what changes are needed in order for hiring and retention rates to be increased in their favor at
PWIs (Hughes & Giles, 2010; Jacobson, 2012). Furthermore, when decision makers learn to speak
from their perspectives less and listen to the plight of Black and Brown faculty more, a foundation
of potentially successful, lasting change will come forth. Not surprisingly, the most relentless,
statistically compelling catalyst of admission and graduation for graduate students that identify as
African American graduate is the existence of African American faculty (Allen et al., 2000;
Blackwell, 1981).
Ultimately, there is actual confirmation that affirms the relationship between whiteness and
diversity, with affirmative action being the hallmark. Affirmative Action centers Whites as the
norm, while offering mere, incremental change for Black and Brown individuals, failing to
redistribute wealth, power, access, etc. Therefore, it is not only that diversity is reserved mostly
for Whites, but that whiteness is the main output of diversity (Berrey, 2015; Ray et al., 2017). It
must be concluded that based on the origins of diversity, primarily centered around Whites, there
should be little to no astonishment that the leading recipients of the ongoing diversity hype is none
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other than Whites, rather than people of underrepresented groups (Berrey, 2015; Burke, 2012,
Mayorga-Gallo, 2014; Randolph, 2013; Ray et al., 2017). This is also why CRT cautions against
bunching underrepresented groups together, as it camouflages the inequitable results of
ethnological and/or racial achievement(s) (Ray et al., 2017), which data for the waiver of
advertisement confirms. Based on the numbers, with Brown/Hispanic faculty accounting for
4.153%, Black faculty at 5.241%, and Native American faculty making up .355% of the total
faculty population, these groups are the sole focus, and using the term people of color will obscure
this specific focus. This is a personal perspective, and a rationale as to why Black and Brown is
the preferred set of terms to use throughout the process.
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CHAPTER THREE:
METHODOLOGY
The purpose of this chapter is to introduce the research methodology employed for this
qualitative, program effects case study, drawing upon Critical Race Theory, regarding the status
quo and perceptions/experiences of individuals with direct knowledge and/or decision making
authority with the Waiver of Advertisement process at a large, R1 institution in the Southeastern
United States (i.e. Administrators and Administrative Staff, including Deans, Human Resources,
the Provost, the President, DIEO staff, etc.). First, pre-existing quantitative data was used to
provide a statistical representation of Black and Brown faculty and staff professionals in terms of
Waiver of Advertisement recipients. The results served to illustrate that white males and females
are the main beneficiaries of the initiative.

Second, interviews were conducted with the

participants, which allowed for a deeper understanding of Black and Brown faculty representation
and created room for a rich discussion of the long-standing issue. The accessibility of the program
effects case study is discussed in-depth throughout the chapter. The research plan, including
methodology, analysis method, ethical concerns, study participants, and Critical Race Theory as a
theoretical framework for the data analysis, are the primary components of the chapter. The
methods of research to be conducted are based on the initial problem of practice: Although the
Waiver of Advertisement is meant to increase the number of members of underrepresented groups
in various positions on campus, to what extent are white faculty rather than Black and Brown
faculty professionals the main beneficiaries?
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Research Question
This study used a program effects case study to answer the following research question:
1. What do the perceptions and experiences of Unit/College/Academic Administrators,
Diversity Officers, and Equal Opportunity Liaisons (EOLs) reveal about disparate hiring
practices and systemic racism/injustices in relation to the Waiver of Advertisement?
Research Design
A qualitative study research design that engaged case study methodology was used to guide
this research. Qualitative research, a case study in particular, was a highly useful tool for this study
because it provided for a partnership between the researcher and the participants, while still
allowing the participants to share their experiences, enabling the researcher to better understand
the participants’ actions based on their socially constructed views of reality (Baxter & Jack, 2008;
Crabtree & Miller, 1999; Lather, 1992; Robottom & Hart, 1993).
Numerous notable researchers have shared their knowledge regarding methodological
developments, increasing the reputation of case study techniques across interdisciplinary studies
(Creswell, 2013b; Denzin & Lincoln, 2011b; Hyett et al., 2014; Merriam, 2009; Ragin & Becker,
1992; Stake, 1995; Yin, 2009). Yin (2003) emphasizes that case study designs are advised when
several factors are evident, including when the focus of the study is to answer “how” and “why”
questions (Baxter & Jack, 2008).

Because the purpose of this study was to analyze how

race/racism (in)directly impacts the ability to hire and retain Black and Brown faculty and staff
professionals at a large R1 institution in the Southeastern United States, a qualitative approach
utilizing the case study methodology was the most feasible choice.
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Program Effects Case Study Methodology
This qualitative study was performed by using a program effects case study methodology.
Used to determine when a program is either failing or succeeding, this case study methodology
also helped to determine why the program studied, the Waiver of Advertisement, was not
successful. Additionally, a program effects case study works best in connection with previous
reports or data collections that allow the researcher to maximize their understanding of the failures
or successes of the program (Hayes et al., 2015). This was the best choice for the research, as both
the Waiver of Advertisement Report and the Florida Equity Report were used to examine the
failure of the waiver program. Yin (2003) affirms that a case study should be used when seeking
an answer to a question that seeks to explain the presumed causal links in real-life interventions
that are too complex for survey or experimental strategies (Baxter & Jack, 2008). Furthermore,
this study used a single case with embedded units’ approach, as the capacity to employ rich
analysis serves to spotlight the case even more, but only when the analysis takes place at the
subunit level, then returning to the global issue that was initially targeted (Baxter & Jack, 2008;
Yin, 2003). The ability to look at sub-units, such as race, gender, departments with more/fewer
waiver of advertisement recipients also created an opportunity for rich conversation and
observation. This is also why the single case with embedded units’ approach was the stronger
option for this study, as the exploration of multiple environments, versus one, built the case for
additional research, rather than a single, holistic case study (Baxter & Jack, 2008; Yin, 2003).
Additional research for this study confirmed that bounding a case study should begin with
using the research question as a guide to determine whom to interview, and what to observe (Miles
and Huberman, 1994; Well et al., 1995). This case study bound the focus by emphasizing the
prevalence of institutional practices that promote systemic racism in the recruitment and hiring of
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Black and Brown faculty and staff professionals. The program effects case study also established
a relationship that created rich discussion that was crucial, again based on the current societal
climate, in which diversity was under attack from the 45th President of the United States, through
executive orders and open denouncing of antiracist teachings, trainings, workshops, etc.
I sought out the common and particular aspects of this case, involving examination that
was thoughtful and thorough enough to highlight the actual qualities of a program effects case
study, based on historical background, environment, prior reports/data collections, as well as other
institutional and perhaps political factors that built context (Hyett et al., 2014; Stake, 2008).
Another reason the program effects case study worked best involved how the development of
relationship between the researcher and informants took place; all combined to enlist the reader,
welcoming them to participate in the interaction, encouraging more case study exploration (Hyett
et al., 2014; Stake, 1995). This was vital to the research, as case studies that are published without
sufficient detail for the reader to understand the study design and/or focused methodological
decision making could lead to studies being perceived as flawed and low in variety and integrity
(Hallberg, 2013; Hyett et al., 2014; Morse, 2011). Therefore, this program effects case study
sought to be concise, yet sufficient, achieving a level of creative authority that was welcomed by
scholars in the qualitative field, all while distinguishing itself through originality, innovation, and
reflexivity, as qualitative research is intrinsically more than one method by nature (Denzin &
Lincoln, 2011b; Denzin & Morse, 2011a; Hyett et al., 2014; Morse, 2009).
Participants and Sampling
The participants were selected through purposeful sampling, as they needed to possess
specific characteristics to be in this study. The sample was collected from a population of staff
and/or administrators across the university and former employees who had direct contact with the
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use or approval of the Waiver of Advertisement. Participants included Equal Opportunity Liaisons
(EOLs), administrative-level team members, Upper-level administrators, including Deans,
Associate Vice Presidents, Assistant Vice Presidents, and Chief Diversity Officers. The selection
of these individuals to participate in the study provided an even more refined lens. The recruitment
process included a recruitment letter/email, which is located in the appendix of this dissertation.
Individuals that I sought for participation in the study possessed unique qualifications and titles,
as previously noted. For example, in order to locate the Deans, Associate Vice Presidents,
Assistant Vice Presidents, and Chief Diversity Officers, I went to their departmental pages on the
university website, obtained their contact information, email addresses specifically, and reached
out to them to inquire if they would like to participate in the study. Equal Opportunity Liaisons
are selected by their department(s), and their contact information is located in both offices of
Human Resources and DIEO. To obtain a list of EOLs dispersed throughout the university, I
submitted a public records request to obtain the information. Once the request was approved, I
received the list of EOLs and began contacting the prospective study participants. Approximately
100 individuals were contacted via email, and if they responded with the intent to participate, I
sent them a calendar invite in Microsoft Teams, as well as a copy of the IRB-approved verbal
consent form, which requested their verbal agreement to participate in a virtual, in-depth interview.
Once they accepted the invite, the interview was officially scheduled, and took place on the date
each respective participant agreed to, based on their availability. A total of eight participants
agreed to complete interviews.

One potential participant indicated interest, but felt their

participation represented a conflict of interest, as they worked in the university’s human resources
department. The final sample size of eight allowed for in-depth, rich data and a deeper analysis of
interviews and documents. To ensure that I selected and interviewed the participants effectively,
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I framed my interview requests with the intent of highlighting a practical problem with the waiver,
then noting how their participation could assist in making changes that would benefit the
university. Furthermore, I told participants that the study would offer value to them, specifically
rich, meaningful data that will shed more light on the Waiver of Advertisement’s policy and
practice at the university, based on literature that specializes in data collection effectiveness
(Ostrander 1993; Solarino & Aguinis, 2020).
My inclusion/exclusion criteria for the study participants were as follows: individuals
(former and current employees) needed to work on a specific campus, in a college, department,
school, academic, or professional unit responsible for completing, reviewing, approving, and/or
denying the Waiver of Advertisement, which is primarily housed in DIEO.

Examples of

participants included Equal Opportunity Liaisons (EOLs), Administrative Staff, College
Administrators, such as Deans, HR Administrators, Chief Diversity Officers (CDOs), and more. I
was aware that there would be EOLs and other individuals who work in these capacities but
possessed a job title that was not classified as an EOL. This did not automatically exclude a
participant; instead, it was taken into consideration for the study. What ultimately determined their
eligibility to participate in the study was how closely they worked with the Waiver of
Advertisement within their respective area/department.

Participants also included former

employees of the university who worked closely with the waivers, making their perspectives rich
and valuable for the study. Ultimately, I aimed to recruit those who were/are involved in decisionmaking processes regarding the waiver, past and present, who fell into the aforementioned
categories. There was also a “critical informant” who provided pertinent information regarding
the rationale behind the Waiver of Advertisement’s revision and transition to Targeted
Recruitment. The interview with the critical informant provided a unique opportunity for me to
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gain insights into how their position as a decision maker at a high level at the university shapes
how the lower levels handle the Waiver of Advertisement and the transition (Aguinis & MolinaAzorin, 2015; Contractor et al., 2019; Foss & Pedersen, 2016; Solarino & Aguinis, 2020). The
process for issuing the request, along with the overall selection criteria, will be in the next section.
Procedures
The recruitment procedure was as follows: Upon receiving IRB approval, I contacted the
human resources office to request a list of individuals who have direct contact or communication
with the Waiver of Advertisement. These included: a) Staff and/or Administrators in the Office
of Diversity, Inclusion, & Equal Opportunity (DIEO); b) Staff and/or Administrators in Human
Resources; c) Staff and/or Administrators in the Office of the Provost; d) Staff and/or
Administrators in the Office of the President; e) College-Level Deans, School Directors, or
equivalent, along with their Administrative Staff. I was able to obtain the contact information for
the participants through the university website, as email addresses are public through a directory.
Once the list was obtained, an email was sent out to the selected individuals, based on the
aforementioned criteria, to request their participation in the study. A copy of the email is included
in the Appendix. Purposeful sampling (Forman et al., 2008) was used, as the goal was to
intentionally sample individuals who would help the researcher understand the central problem
under investigation, this being the effects of organizational behavior (i.e., hiring) on Black and
Brown faculty and staff professionals at a large R1 institution located in the Southeastern United
States. Additionally, the pre-existing quantitative data (number of hires per year by race and job
classification), also known as the Waiver of Advertisement Report, approved by the IRB, was used
to augment and inform the development of the interview protocol. The pre-existing data was
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obtained through a public records request, which is standard protocol for those wanting to access
public information from a large R1 institution located in the Southeastern United States.
The recruitment email was critical. I realized that decision-makers and those closely linked
to them might be apprehensive about speaking with me regarding this subject. The recruitment
email extended an invitation to participate in this study, for the sake of research, but reminded each
potential participant that participation was completely voluntary. My goal for this portion of the
study was to invite and encourage professionals to speak with me regarding this topic, by
emphasizing the need for diversity, equity, and inclusion-based initiatives in higher education. By
speaking to the value of research, along with the significance of my study, in particular the waivers,
I highlighted that the intent was to improve the recruitment/hiring of Black and Brown faculty and
staff professionals, and that their participation would help ensure that the large R1 institution
located in the Southeastern United States is committed to recruiting/hiring Black and Brown
faculty and staff professionals.
Pilot Interview
A pilot interview was administered. The main purpose for this was to refine the research
interview questions/tools and assess and locate ways to minimize researcher bias within the study
prior to conducting the actual study to strengthen the final publication (Bloor, 2001; Sampson,
2004; Whyte, 1996). An individual with both faculty and staff professional experience, involved
in diversity initiatives on their respective campus, outside of the participant population, was
identified for the pilot interview. The pilot interview served to prepare me to conduct the
interviews and helped me refine the protocol.
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Semi-Structured Interviews
Virtual, one-on-one, semi-structured interviews were used to obtain rich, detailed
descriptions from faculty/staff professionals. The interviews consisted of open-ended questions,
and the researcher completed a reflective journal during the process. The journaling process
improves the insight of the researcher and their position through reflection. Journals can also be
used as a heuristic tool in qualitative research, developing desired skills more effectively,
collecting data, and supplementing the research process (Burrows et al., 2001; Edwards, 2019;
Epp, 2008; Ortlipp, 2008; Phelps, 2005; Watson, 2010).
Due to the COVID-19 pandemic, in-person interviews were not feasible, based on socialdistancing standards. The interviews were conducted virtually and were recorded electronically
via Microsoft Teams, a virtual platform. One interview was conducted over the phone, as the
participant had a last-minute emergency that precluded participation via Microsoft Teams, but still
wanted to participate. Participants were comfortable with the use of this platform as the university
had been using Teams for over a year now to moving instruction and university operations online.
Further, this platform allowed for the interviewer and participants to “see” one another, thus
building a sense of trust and community, as well as allowing the researcher to observe body
language and gauge any misunderstandings or discomfort. Long pauses were used as a gauge in
the one interview conducted over the phone.
The interviews commenced with open-ended questions about the participants’ connections
to higher education, as well as their overall career interests. The questions became more intensive
in content and nature, such as questions about their personal experiences within higher education
and/or with the Waiver of Advertisement, with the mission to obtain multiple perspectives and
experiences, as multiple data sources enhance data credibility (Baxter & Jack, 2008; Patton, 1990;
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Yin, 2003).

The questions were semi-structured, aimed at providing a glimpse into each

participant’s experiences in their respective faculty/staff professional environment, along with
their exposure to potential hiring committees and practices that potentially affect the hiring/nonhiring of Black and Brown faculty and staff professionals. The interviews represented the
qualitative sampling strategy for the project, and were “based on informational, not statistical,
considerations… its purpose is to maximize information, not facilitate generalization”
(Hippensteel, 2016; Lincoln & Guba, 1985, pg. 202).
The interviews were also recorded electronically via the virtual platform, Microsoft Teams.
Before each interview, I disclosed the purpose for the study, as well as the procedures. Each
participant was provided with the IRB-approved verbal consent form for their review and
agreement to participate. Interviews did not begin without confirming verbal consent from each
participant, along with informing them that they had the option to stop the interview at any time,
and/or turn off their camera, if they chose to do so. The interview for each participant lasted for
approximately 1 hour, ranging from thirty minutes to two hours and thirty minutes. The option of
a second interview existed if the initial results warranted a follow-up interview. Each interview
was transcribed using Microsoft Teams, which has a feature that enables this, in addition to audio
recording each interview in case technology failed. All names were changed to pseudonyms to
protect the identities of the participants.
The transcribed interviews were then sent to the interviewees for a one-time review, for the
purpose of transparency and prevention of discrepancies. Further, each interviewee was provided
with the list of themes and asked if there was anything else they would like to add upon reflecting
on their initial interview and for feedback on the themes.
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Secondary, pre-existing, quantitative data was used as a document elicitation, as it led to
deep and interesting talk, which is an ideal model for research (Harper, 2002). Pre-existing
quantitative data, also known as the Waiver of Advertisement Report, which encompassed crucial
items (i.e., race, gender, position, etc.) was introduced to each participant, and they were asked to
review and respond to the document.
The pre-existing data exists in the Office of Diversity, Inclusion, and Equal Opportunity.
A major function of the office is to review and approve/disapprove the Waiver of Advertisement,
which is reflected in the Waiver of Advertisement Report. The overall purpose of the Waiver of
Advertisement Report is to provide statistical, legal, and written documentation of each Waiver of
Advertisement that was approved/denied, before it left the office, to end at Human Resources. The
data was collected on a rolling basis, then logged into a database for record keeping, with an annual
log being the final dataset. The data is a quantitative representation of how the Waiver of
Advertisement has manifested on the campuses of the large R1 institution located in the
Southeastern United States. The data stretches over a four-year period, ranging from 2014 - 2018,
with the intention of illustrating a consistent trend.
Participants were able to respond to the questions I asked, then were given the chance to
respond to the data presented. This helped fact check the intention and purpose of the Waiver of
Advertisement as a policy, and how the policy was used, in connection with the intent, while
seeking the participant’s perspective on how the outcome of the Waiver of Advertisement Report
had been successful or not, based on the intended use, through document elicitation. Document
elicitation is simply using a document during an interview, which for the study was the Waiver of
Advertisement Report. This was critical to my study, as the quantitative data was presented to the
participants during the interview, with the purpose of deepening the conversation and seeking
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responses that potentially provided answers about the hiring disparities that Black and Brown
faculty and staff professionals faced, based on the Waiver of Advertisement Report. This report
was obtained through a public records request that was completed and approved through the
Executive Administrative Specialist in the Office of Diversity, Inclusion, and Equal Opportunity
(DIEO). After the request was sent, it was later reviewed and approved by the Associate Vice
President (AVP) of DIEO, as well as the VP of Equity and Diversity for DIEO and the large R1
institution located in the Southeastern United States.
Data Analysis
I engaged in an inductive process of coding where patterns, themes and codes emerged
from the data as opposed to being prescribed. CRT informed the process of coding for this study
by emphasizing the conclusion that even when policies exist to aid Black and Brown faculty and
staff professionals, such as the Waiver of Advertisement, Whites benefit more, and white privilege
abounds. CRT was used to center race in the research process. It also demanded authenticity from
the program effects case study through a commitment to social change. The three tenets employed
for the study were as follows: a) Permanence of Racism, b) Whiteness as Property, and c) Race as
A Social Construct.
I used Creswell’s (2014) six steps for data analysis in qualitative research. These steps
were as follows: a) Formulate and arrange the data for analysis; b) Read and/or look at all of the
data; c) Start coding all of the data; d) Use the coding process to generate a description of the
setting and/or people along with themes for analysis; e) Advance how the description and themes
will be represented in the qualitative narrative; f) Make an interpretation that magnifies the findings
and/or results. Each step was deliberate and methodical, providing an in-depth explanation of the
research I aimed to complete, with a goal of discovering rich dialogue and insights into the Waiver
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of Advertisement’s/Targeted Recruitment’s origins, overall intentions, and how it has not met
these goals, based on the Waiver of Advertisement Report data.

After these steps were

implemented, the interviews underwent a thematic analysis, where I became familiarized with the
data, along with assigning preliminary codes in order to describe the content. Next, patterns or
themes were sought in the coding, ranging across all the interviews, then were reviewed, defined,
and named, and the final report was produced. It is vital to note that interviews, or qualitative data,
usually require interpretation, and by using thematic analysis, a relationship between the variables
and factors could be provided to create a reasonable and logical chain of evidence, presenting the
data more effectively to reflect the reality of the data collected (Alhojailan, 2012; Braun & Clarke,
2006; Creswell, 2009; Hayes, 1997; Miles & Huberman, 1994).
Coding of the interview transcripts was completed in the order in which the interviews
were conducted. This allowed the researcher to reflect on each interview question as concepts and
correlations began to surface from the data. Coding was also used to aid in developing a better
understanding of the perspectives and points of view of the participants. This was an ongoing
process, as coding is not what happens before the analysis, but instead constitutes a crucial part of
the overall analysis, aiming to keep a sense of voice present throughout the research, all while
providing a way of creatively engaging with transcribed data (Balmer, 2021; Davidson, 2009;
Eisner, 1998; Weston et al., 2001). Coding was conducted mainly through Dedoose, a qualitative
and mixed methods software analysis tool which allowed me to manage, organize and code large
amounts of data. According to Patton (2015), qualitative data analysis software affords researchers
the opportunity to store, retrieve, compare, label, and link data. By coding the data, conceptual
labels helped classify the research, as a means of organization and interpretation.
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The process I used to analyze transcripts from eight interviews conducted to uncover codes
and themes consisted of multiple levels of analysis: 1) becoming familiar with the interviews, 2)
three coding cycles that varied in level of analysis, broad to concise, based on the participants’ indepth responses and my need to unearth data that was more refined in round three, versus the vague
and ambiguous in round one, 3) theme identification, and 4) findings. The data sources used for
the study included: a) participant interviews, b) university documents (please see appendices), and
c) a journal. Each of these sources allowed me to begin and complete the analysis process.
Through each level of analysis, the verbal exchange coding method was used to identify generic
conversation, progressing into analytic memoing through my journal, and finally, reflection based
on the quotes. The quotes are also considered vignettes and are used to emphasize key themes.
Coding allowed me to start on a large scale with various ideas, such as: 1) race, 2) diversity,
3) equity, 4) Waiver of Advertisement, 5) systemic injustices, Black, Brown, faculty and staff
professionals, and racism. As a result of coding, I was able to notice patterns, delve deeper into
the data, and create themes. The journal (memoing), reflections after each interview, listening to
and watching the interviews as they were video/audio recorded, and the creation of conceptual
labels allowed me to classify the data through organization and interpretation. As the codes were
further analyzed, they were collapsed into subcategories, or more themes.
Trustworthiness
Several frameworks were established for the purpose of assessing the difficulty or gauging
the reliability of data that is qualitative, as rigor does increase the odds of high quality (e.g., Guba,
1981; Lincoln & Guba, 1985; Tracy, 2010), and general guidelines for critical appraisal of research
methods that are qualitative in nature have also been produced (Baxter & Jack, 2008; e.g., Forchuk
& Roberts, 1993; Mays & Pope, 2000). Furthermore, rigor is also measured in a variety of ways,
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including the care and practice of data collection and analysis procedures (Tracy, 2010). Above
all, the program effects case study empowers the researcher to retrieve data from a plethora of
origins, in order to blend the data and illustrate the case and purpose of the study. The researcher
aims to demonstrate methodological excellence in conducting the research through a self-critical
lens, maintaining acute sensitivity and aiming for the good while not trying to cover up the
blemishes (Ellis, 2007; Fine, 1993; Tracy, 2010). Trustworthiness was ultimately achieved
through assuring participants that their participation is above all voluntary, but also critical for
providing another perspective that provides a qualitative explanation of the phenomenon under
examination.
Ethical Considerations
While those interviewed received no personal benefit from this study, their responses
contribute to a greater understanding of perspectives that are often overlooked or go totally unheard
when considering the hiring of black and brown faculty. Confidentiality is maintained to the
degree permitted by the technology used. No guarantees can be made regarding the interception
of data sent via the Internet. However, each individual’s participation in the in-person interviews
involved minimal risks. What was learned and/or discovered from these interviews will be
published. The main publication is this dissertation. The names of the interviewees will not be
released. Each individual was also allowed to print a copy of the consent form for their records.
The Researcher
I have worked and volunteered in diversity- and equity-related environments for 20+ years
and hold a Certificate in Diversity in Education. I examined pre-existing data, both qualitative and
quantitative, from the Office of Diversity, Inclusion, and Equal Opportunity, with approval from
the IRB office, DIEO office leadership, and Vice President and Associate Vice Presidents, in
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particular. I have a direct relationship with three of the research participants, as they were coworkers or colleagues in some capacity. This could impart bias to the research study, due to
hermeneutic considerations and the possibility that participants responded with socially desirable
answers.
I have been trained in the areas of diversity, equity, and inclusion and possesses a great
deal of experience working in settings that are aimed at enhancing and increasing diversity in
higher education.

I have taught, presented, facilitated, and administered content related to

diversity- and equity-related measures. My skills include counseling and advising for the National
Conference for Community and Justice, Community Tampa Bay, presenting at qualitative research
conferences, and teaching an Education, Diversity, and Global Society course, an undergraduatelevel course taught at a large R1 institution located in the Southeastern United States.
Summary
The goal of this chapter was to outline the research methods employed to answer the
research question. A discussion of the actual procedures, study participants, data analysis and my
role as the researcher presented the details of how the study was conceptualized and executed,
along with who contributed to the study. A program effects case study was used to seek new
opportunities to investigate how patterns of institutional discrimination uniquely intersect to target
Black and Brown faculty and staff professionals in higher education, while seeking the feedback
from faculty and staff professionals as a means of building perspective and providing discussion
points around the Waiver of Advertisement.
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CHAPTER FOUR:
FINDINGS
This study highlights how hiring practices and policies can reinforce the
underrepresentation of racial and ethnic groups in university faculty and staff professional
positions. In particular, the study provides a lens through which to view the shortcomings of hiring
practices, such as the Waiver of Advertisement Policy, which was an initiative aimed at addressing
the underrepresentation of Black and Brown professionals in faculty and staff/administrative
positions. It is critical to note that the assumption behind this project is that White faculty and
staff/administrators are the beneficiaries of the waiver. In particular, Whites comprise 68% of 521
total waivers issued over a four-year period, ranging from 2014-2018. This data is from the Waiver
of Advertisement Report, a compilation of the total number of waivers that were issued over a
four-year period for waived positions at the university. Additionally, this chapter uses the 2019
Florida Equity Report to further the discussion, based on the participants’ responses. The research
question addressed in this study was: In what ways does systemic racism manifest in the hiring
policies and institutional practices that shape the hiring and retention of Black and Brown faculty
and staff professionals? The study assesses this by focusing specifically on the impact of policies
on Black and Brown faculty and staff professionals. By exploring both institutional and
interpersonal dimensions, this study seeks to illustrate the complex ways that the macrostructural
and microsocial realms intersect to perpetuate racial disparities in higher education. Concerning
hiring practices, which are the main focus of the study, the study examines how, through specific
policies, racially/ethnically minoritized people (i.e., Black and Brown faculty) are excluded from
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the tenure-track and administration, and upper-level positions. The overall goal is to analyze how
diversity initiatives such as the Waiver of Advertisement may be insufficient to provide increased
opportunities for Black and Brown faculty, including staff professionals, despite having been
created for this purpose. Critical Race Theory (CRT) is the theoretical lens that is used for analysis,
as it critically examines the affirmative action debate, a major catalyst in pushing diversity as a
commodity of race for a racial capital benefit in higher education that does not contribute to more
structural racial change on college campuses (Gusa, 2010; Leong, 2013; Parker, 2015; Solorzano
& Yosso, 2002). The three tenets of CRT that are employed in this chapter are: a) Permanence of
Racism; racism is ordinary and controlled through political, cultural. economic, and social aspects
of U.S. society; b) Whiteness as Property; this is based on racism that is installed and fixated within
U.S. society, and there are varying levels, such as the right of possession, the right to usage and
enjoyment, as well as the right to include and exclude; and c) Race as A Social Construct; racism
is often used as a tool of oppression and oftentimes, violence. Further, CRT reveals this through
the three findings of the study: a) The Overwhelming Presence of The Status Quo, b) Mis(use),
Mis(understanding), Missed Opportunity, and c) The Cost of Preeminence: Intended and
Unintended Consequences.
CRT was used as a theoretical framework and analytical tool to examine the complex
relationship between the (in)effectiveness of a policy that was designed to address
underrepresentation but that actually benefitted White faculty and staff professionals, illustrating
the co-optation of the Waiver of Advertisement policy to benefit Whites. The tenets of CRT are
also evident in the participants’ responses, which conclude that the Waiver of Advertisement is
indicative of policy fiction for underrepresented populations, Black and Brown faculty and staff
professionals, in particular. Cornell Law (2020) denotes that legal fiction “is created typically to
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achieve such varied aims as convenience, consistency, equity, or justice.” Additional research
builds upon this, declaring that legal or policy fiction surfaces when legislation or regulations are
grounded to faulty or incorrect conclusions (Del Mar & Twinning, 2014; Townsend-Walker,
2014). The findings in this chapter show that the Waiver of Advertisement falls under this
classification, as the policy, intended to improve Black and Brown faculty and staff professionals
at the university, benefits Whites at larger percentages.
As noted in the previous chapter, eight participants were interviewed for this study. Based
on their years of employment, and the focus of this study, the Waiver of Advertisement, the
timeframe that each participant refers to was from the 2000s up to present day, with the Targeted
Recruitment being the revised policy. A description of each participant follows, along with Table
1, which provides an overall demographic snapshot.
Linda: A White female. She is a dean at the university, with more than 15 years of experience in
this position. She teaches a course for graduate-level students within her college.
Amanda: A White female. She is an Equal Opportunity Liaison (EOL), an academic administrator
with additional human resources (HR) roles and responsibilities within her department, such as
ensuring compliance with the university’s faculty recruitment and selection guidelines. She has
more than 10 years of experience in her position.
Maxine: A Black female. She is a former employee of the university. She was an executive
administrative specialist at the university for more than 15 years. Her position consisted of budget
management for her department, ensuring compliance with the Waiver of Advertisement policy,
and overall office management from an administrative standpoint.
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Dana: A Black female. She is an EOL and an upper level-administrator at the university, with
more than five years of service. One of her responsibilities as an EOL is to facilitate hiring
authority and search committee compliance with equal opportunity policies.
Jessica: A White female. She is an EOL, and an HR unit administrator at the university, with 15
years of experience at the university.

She monitors recruitment, screening, and interview

processes, and assesses the acceptability of the applicant pool.
Kim: A White female. She is a dean, with almost 10 years of service to the university, and a desire
to promote diversity in her college through diverse and interdisciplinary methods.
Monica: A Black female. She is an EOL and an office manager, with more than 15 years of
experience at the university. She reviews search plans for compliance, assists in the organization
of search committees, and ensures compliance with the university’s recruitment and selection
guidelines.
Herbert: A Hispanic or Latino male. He is a former employee of the university. He was an
Associate Vice President (AVP), and a Chief Diversity & Inclusion Officer (CDO), and he also
oversaw Title IX for the university. He worked at the university for 12 years total as a Director of
Diversity and Inclusion, and five years in the aforementioned AVP/CDO roles. His was the final
signature on any Waiver of Advertisement paperwork. He was no longer at the university when
the transition to Targeted Recruitment took place.
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Table 1
Participant Demographics
Pseudonym

Race

Gender

Position Title

Years
Service

Linda
Amanda

White
White

Female
Female

15+
10+

Maxine

Black

Female

Dana

Black

Female

Jessica

White

Female

Kim
Monica

Caucasian
Black

Female
Female

Herbert

Hispanic/Latino

Male

Dean
Equal
Opportunity
Liaison
&
Academic
Administrator
Executive
Administrative
Specialist
Equal
Opportunity
Liaison &
Upper-Level
Administrator
Equal
Opportunity
Liaison & Unit
Administrator
Dean
Equal
Opportunity
Liaison
&
Office Manager
Associate Vice
President
(AVP), Chief
Diversity
Officer (CDO)

of Currently
Employed
By
The
University?
Yes
Yes

15+

No

5+

Yes

15

Yes

9+
15+

Yes
Yes

12

No

Themes
The first finding, The Overwhelming Presence of The Status Quo, encompassed the themes
of: a) Policies, Procedures, Practices, & Protocols, b) Retention & Recruiting (Faculty, Staff, &
Graduate Students), c) The Ability/Inability to Articulate the Waiver of Advertisement, d)
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Pressure/Lack of Control or Ability to Push Back on Misuse of Policies (Arbitrary
Assignment/Usage of Waiver), and e) Excelling in the Hiring of Black & Brown Faculty & Staff
Professionals. The next finding, Mis(use), (Mis)understanding, Missed Opportunity, contains
themes of: a) Policies, Procedures, Practices, & Protocols, b) Diversity Training & HR Practices
(Faculty & Staff Admin Search Committees), and c) Pressure/Lack of Control or Ability to Push
Back on Misuse of Policies (Arbitrary Assignment/Usage of Waiver). The third finding, The Cost
of Preeminence: Intended and Unintended Consequences, described themes of: a) Policies,
Procedures, Practices, & Protocols, b) Pursuit of AAU/The Price of Low Black & Brown Faculty
& Staff Professional Percentages, and c) Excelling in the Hiring of Black & Brown Faculty & Staff
Professionals.
The Overwhelming Presence of The Status Quo
The first major finding shows that not much has changed in terms of policy, despite the
existence of the Waiver of Advertisement and its intended purpose(s).

The Waiver of

Advertisement policy existed and was to be used whenever an area desired to waive a position and
hire an individual that fit the needs of that area. A critical informant mentioned that the Targeted
Recruitment, the new policy, was created in an attempt to rectify this issue, as now a position must
be posted, with few exceptions, and those exceptions must be approved prior to moving forward.
Analysis of the data uncovered participants’ perspectives on the status quo from their unique
professional positions and also demonstrate how their responses not only were in concert with one
another, but also explicated the permanence of racism, one of CRT’s tenets. The participants were
in agreement with the fact that issues of race are deeply rooted in society, policy, practice, and
procedure.
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Some participants shared similar responses regarding the status quo of the university. A
norm of employing high percentages of White faculty and staff professionals, in contrast to low
percentages of Black and Brown faculty and staff professionals, represents the “status quo” for
this study. Linda and Maxine articulated what could be hindering the progress of Black and Brown
faculty and staff professionals at the university. Specifically, Maxine declared that “The university
is not adhering to its own best practices. Although we have things on the books saying that, you
know, we’re an equal opportunity employer.” Linda described the hiring process this way:
So I think the whole process, though it may seem like a lot of work and tedious, I think it
helps to serve the purpose. It puts parameters around the process, and you’re given every
opportunity on the front end. Just say this is what I want. This is what the job is. This is
what I’m looking for so that on the other side you’re not suddenly making up new rules or
making up new qualifications because that, that’s not OK.
As a dean of the university, Linda has a clear understanding of policy and practice, and
when asked to explain the reason why so many waiver recipients were White, she replied:
“Because to get a waiver of advertising for that many white people. Like those all had to be
approved.” If the university is an equal opportunity employer, the waiver data does not represent
this, which leaves a stain on the university’s approach to policy and practice.
Jessica brings a different perspective to this theme, declaring: “In my experience, no, the
waivers or targeted recruitments are not intended to hire people of underrepresented populations.”
The Waiver of Advertisement, based on policy, was intended to increase Black and Brown faculty
and staff representation at the university, but is not doing so. Maxine agrees:
So the waiver of advertisement was established to aide and assist in them getting in. I
mean, because I've seen memos that Doctor Glover has signed off on that Provost Ralph
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Wilcox and the former provost, encouraging departments to hire Black and Brown faculty.
Because at one point in my tenure at USF, that was very important that the university hired
Black and Brown faculty.
Maxine deepens her explanation by discussing how something shifted, which resulted in fewer
Black and Brown faculty and staff professionals being hired despite the stated purpose of the
Waiver:
That was the main goal, and then it changed into something different…because of the…I
don't want to say it, but for lack of a better word, a good old boy network. It was hard for
Black and Browns to kind of get into the University.
Linda, Jessica, and Maxine’s reflections on the use of the Wavier of Advertisement/Targeted
Recruitment policy, from varying positions within the university, all speak to the current status of
the university, which does not reflect high percentages of Black and Brown faculty and staff
professionals.
Amanda also shares this viewpoint of the university, as a policy may exist, but the practice
is to ignore the policy. She states, “You know we have…the ideal in our policies and then we
have sort of what happens on an everyday basis, which is practicality. It's not the ideal, I mean.”
This sentiment was further endorsed by Maxine when she explained her office’s internal
findings on the Waiver of Advertisement:
DIEO wanted to keep track of what the waiver of advertisement looked like, you know,
on a fiscal year, so we started keeping our own internal data. So if ever called upon, we
could say no, this is what’s going on and have documentation without having to go to the
files and pulling, you know out all the waivers of advertisement. So in creating the

75

spreadsheet we were able to see that the university [was] doing a lot of waivers for white
males.
Maxine’s office created and maintained the Waiver of Advertisement Report. According to this
report, nearly 70% of waivers were issued for Whites during the 2014-2018 period, while 10%
were issued for Black candidates and 7% for Brown candidates, with the remaining 13% being
issued for Asian, Native American, Other, and N/A candidates. The concern regarding these
percentages is reflected in Linda’s response, as she stated, “My other thought is that at least we’re
consistently awful year after year. It’s pretty much the same.”
All reactions mirror the current state of the university, which is a mostly White population
of faculty and staff professionals, with a low percentage of Black and Brown faculty and staff
professionals. This is vital, as despite their respective positions, working in different capacities
within the university, each participant witnessed the same types of occurrence(s). Additionally,
the abuse of policies, procedures, practices, and protocols is highlighted in the permanence of
racism, with White individuals having privilege and being placed over Black and Brown
individuals nearly all facets of society, including higher education (Decuir & Dixson, 2004;
Delgado, 1995; Hiraldo, 2010; Ladson-Billings, 1998; Ladson-Billings & Tate, 1995).
Retention & Recruiting (Faculty, Staff, & Graduate Students)
Linda offered a perspective that illustrated an understanding of hiring practices and
policies, yet also emphasized that the university has work to do in improving the hiring of Black
and Brown faculty and staff professionals. This was expressed when she noted, “…Lord knows,
we’re nowhere near where we need to be.” Jessica took this a step further by mentioning that one
particular area in her department only hires White students:
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Well in relation to your research topic (targeted hire), a faculty member will come and say,
“We’ve got this particular student already in mind,” and in this particular area, everyone
they hire is white. I haven’t seen any diversity in their department, and it is a topic of
discussion at the admin level.
When a college/department fails to recruit/retain Black and Brown faculty and staff
professionals, it is reflected in the overall numbers in academia. Linda noted:
We don't make the Academy an attractive place, we just don't. And so I think that's gotta
be part of it. Can't just be do a better job recruiting. Which is the whole overall holistic
experience of inviting and engaging? Yeah, but getting people in. But…I mean so it's
really changing up how we even treat each other.
When recalling how the status quo remains apparent in the university, participants shared
their thoughts on certain positions being primarily occupied by mostly people of color. For
example, Monica mentioned,
We have a lot of Black and Brown staff in the very low entry-level positions such as ground
maintenance, custodial staff. Entry-level administrative support or office staff. And then
the numbers start to thin out as you move up in the ranks or the levels of employment for
position titles.
From a faculty recruitment standpoint, Herbert explains how systemic racism is
synonymous with the status quo of the university through hiring Black and Brown faculty for
adjunct positions, not tenure-track positions, then using the numbers of those in adjunct (temporary
positions) to mask overall hiring percentages in permanent positions:
It is a way to cover up for the system that's in place and to say, “Well, look, we hire a lot
of people of color.” Yes, but not in the places that we're talking about, so there's a lot of
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cover up to excuse the system and to maintain it, and it does not help people who are fully
qualified to move into that system, and then when you add other layers like implicit bias,
people who want to hire people who are like them, it makes it very difficult. So the
obstacles are at times so high.
The desire for change can often appear to be rare and change can appear to depend on
single individuals, based on Jessica’s response. As a unit HR administrator, she provided insight
regarding improving the status quo with the following statement:
Opening your eyes and not putting your blinders on anymore, because it’s easier to put
blinders on. It’s everybody’s problem and I don’t understand why people do what they do
sometimes. If I can make these changes from where I am in my circle of influence, why
aren’t other people doing it?
The mainly White population of the university, in contrast to the Black and Brown
population, is reflected in many facets, including retention and recruiting. And while this study is
not centered on student populations, Jessica’s comment reveals that the issue is relevant for this
demographic as well. The differing roles and responsibilities of our respondents do not change
the commonality of their responses. Furthermore, the failure to recruit and retain Black and Brown
faculty and staff professionals reinforces the structural impact of racism (Hiraldo, 2010).
Jessica acknowledged her familiarity with the Waiver of Advertisement:
I’m familiar with it. We have used it on a couple of occasions, with a particular
department, and with the exception of that one department, we don’t use the waiver. We
open up our positions to whoever’s interested in them.
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Her statement makes it clear that the policy is used only sparingly. Linda also displayed
confidence in the usage of the waiver, but also described an instance where the policy did not
match the purpose, based on her understanding:
And so they had just changed this targeted recruitment and I thought, wow, she's got full
funding from NIH for three years and she's a black Hispanic woman. And, I was told no.
I had to do a search for her. OK, um that's not how this is used? “No, no, we're not doing
that anymore. That's not what it means,” so I actually don't know what it means. So this
is a sore spot with me.
Linda was attempting to hire an employee who was both Black and Brown, but was denied
the opportunity by the university. She opened up more about the incident, stating that the
university contradicted itself regarding how the policy could be used for recruiting purposes:
But anyway, the whole thing made very little sense to me. I did get a call the other day
from someone saying, “Hey, we're reaching out to postdocs…of color to try to encourage
them to look at the university of South Florida.” And I said OK, but I don't have any
searches and they said, “Well, you could use the targeted recruitment.” I said, well, you
wouldn't let me use [it]. This was the same person who wouldn't let me, or you wouldn't
let me use it before. Why would I do that again, alright? Now we're actively trying to
recruit more. Minority faculty, is it OK? Reset? This was a recent conversation…like a
week ago.
Jessica and Linda’s responses illustrate that understanding a policy does not necessarily
mean it will be used in a manner that is consistent with how it is written. Both displayed frustration
in their replies, as they were aware of the need for diverse candidates and hires, but did not see the
Waiver of Advertisement policy being used in that manner. Linda’s response is striking. As a
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dean, she is a decision maker within her college, yet she still encounters resistance to increasing
diversity within her department. Based on Linda’s statement, she also highlights the inability of
her superior to identify the purpose and/or meaning behind the policy. This also highlights how
an initiative such as the waiver is used to propel institutional racism (Hiraldo, 2010), as the
university has a policy in place, but does not use it in the way in which it was intended, as the
Waiver of Advertisement Report data show.
The point of pressure is clear in the participants’ responses. Each discussed and provided
examples of how the Waiver of Advertisement was misused as a policy, and how they often felt
helpless to resist the deliberate policy violation(s). The pressure also amounted to maintaining
much higher percentages of White employees, in comparison to Black and Brown team
members. Monica opened up about the status quo of the university with the following response:
Um, no one ever mentions. Or inquires about. The equity report. Whether or not we have
a certain employment category in which we need to increase our numbers and when it
comes to gender or when it comes to race that is never a topic of discussion. And lo and
behold, I dare not mention it, because when I do, it’s as if I’m accusing people of being
racist.
Her response is critical to note, as her desire to highlight an issue is often discarded as her accusing
others of being racist, despite the most recent Florida Equity Report showing that the university
has 72% White, 4% Black, and 6% Brown tenured faculty.

For tenure-track faculty, the

percentages are 51% White, 6% Black, and 8% Brown. Regarding staff professionals, specifically
executive/administrative/managerial, the numbers are as follows: 74% White, 7% Black, and 8%
Brown. The remaining percentages fall into the categories of Non-Resident Alien (NRA),
American Indian/Alaska Native (AI/AN), Asian, Two or More Races, and Unknown. The
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percentages reflect multiple areas of concern, including hiring authorities not using the equity
report as a foundation for hiring at the university, a critical area of underrepresentation, based on
the guidelines provided in a memo from the Associate Provost, as well as the evidence that Whites
are being promoted and tenured while there is a steady decline for Black and Brown faculty and
staff professionals.
A similar reaction was offered by Dana, when expressing her thoughts on the Florida
Equity Report data: “Well, I mean, it seems like this process is…favoring…white hires.” She
elaborates on this statement, noting:
That’s what this is. That’s what these numbers are showing me, that it’s more of the status,
you know the status quo, like what we’re already doing. We’re doing more of it, and this
is another way of perpetuating that.
Her responses confirm the dominance of race/racism, in that the number of Whites hired by using
a policy that was designed to increase the representation of Black and Brown employees was clear
and evident. Her response to the Waiver of Advertisement data, with the recipients being 68%
White, 10% Black, and 7% Brown, respectively, was a clear articulation that the process favored
White hires. This was confirmed with another response from Dana, when she stated, “And in that
sense to me, because it was not somebody who represented diversity other than what we already
had in place. To me, it was. It seemed. It appeared to be maintaining the status quo.” Dana’s
statement illustrates that the ability to push back on the misuse of the waiver is next to nonexistent,
posing a potentially larger issue for diversity initiatives such as the waiver, as well as for the
university.
Jessica discussed her dilemma as an HR administrator, when hiring authorities wanted
things to go their way, while she stood her ground, based on rules and laws:
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As an HR administrator, it’s something that I’m used to. It’s very common in my role that,
you know, they want it their way, but there are rules and there are laws that prevent me. I
have to push back…whether you like it or not.
Maxine, an Executive Administrative Specialist and EOL during her employment at the university,
confirmed what Jessica experienced with her own example(s) of pressure from hiring authorities:
I felt pressure, but if I had strong feelings about it…If it didn't line up with the policies.
My decision stood, but, you know. They would just go over me and be like “well I'm gonna
call, you know, your supervisor.” Oh well, that's fine. You know you have the right to do
that, but my position is this and I would explain why I said you know, No. You know if it
didn't line up, it just didn't line up.
Each participant provided a snapshot of the pressure that they experienced regarding their
use of the Waiver of Advertisement, or questions related to the misuse of the waiver. Both Jessica
and Maxine stand out within this theme, as they both understood that they lacked control but still
spoke out about the misuse of the waiver policy. Their willingness to resist the pressure in spite
of the potential risks is noteworthy in connection to the university’s decision to ignore the existence
of systemic racism, which is a major reason for the waiver’s ineffectiveness (Hiraldo, 2010;
Iverson, 2007).
The feedback from the participants concludes that the university is missing the mark in
terms of hiring Black and Brown faculty and staff professionals. Their comments illustrate a
complete and unified stance that the university is content with the status quo, based on recent data.
Amanda provided a response as an EOL that illustrated her understanding of the current
climate of the university, as well as how her position as a White woman afforded her certain
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privileges, while Black and Brown faculty and staff professionals were hindered in the hiring
process:
And those people of my race have a significant advantage. So. I think especially when
you're talking about higher education institutions. We have had the advantage…I guess in
my family I'm a first generation to go to college. But…I haven't had nearly the stumbling
blocks that others had. And I think that's probably true still across the broad swath of
academia.
After speaking to the current state of academia, Amanda offered this call to action:
I think it's high time that we did recognize systemic injustice. It's just high time. It's, you
know…The cobbler's children have no shoes. We have to take action and stop sitting
around jawing about it and actually move, get out of our seats and get it done.
Dana also understood the need to “get it done,” as her campus was not excelling in the hiring of
Black and Brown faculty and staff professionals: “I don't believe we're excelling in the hiring of
black and Brown people, and I'm speaking specifically for my campus…”
Herbert, a former CDO of the university, spoke directly to the lack of excelling in hiring
and retaining Black/African-American female faculty members at the university:
When you look at women, African American women at the professor level at the
university at that time, this is not long ago, there was only one person…How can I claim
that we're excelling when you have thousands of faculty members and you have one
African-American woman at the professor level in the entire university? So that gives
you evidence that we haven't done enough.
The number of Black/African-American female full-rank professors currently sit at around six or
seven for the university. This still raises concern, given that the university employs thousands of
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tenured and tenure-track faculty members. Based on Herbert’s response, this is another
opportunity for the university to improve and enact its stance on diversity, inclusion, and equity.
Regarding the Florida Equity Report data, Dana was not surprised, based on her personal
experiences in higher education, prior to and during her time at the university:
Well, I, I would definitely like to see more equity in terms of race. Um of tenured faculty?
Absolutely, you know… you said 74% white, 72% white? I, like I said I would definitely
like to see more, but in thinking of, what the percentages are across the country. Those
numbers don't surprise me because those numbers are pretty typical of the universities of
higher education.
Her response highlights the status quo at this university and others. This was further
supported in her follow-up comment:
And I think once we really start to look at those numbers and realize hey, if we have a
commitment to or we say we have a commitment to diversity and inclusion/equity, we want
to put some real action behind what we’re saying we want and what we want to happen.
Aside from those holding custodial, janitorial, lawncare, and lower-level culinary
operational positions, Black and Brown employees are not being hired at the university. In short,
if the positions are roles of servitude, Black and Brown employees are numerous; yet, as the
positions rise in rank and/or decision-making authority, the numbers reflect huge disparities.
Monica shared her perspective on the representation of certain races being higher in some areas
than others:
My knowledge and background…is that there is a huge disparity….When you just walk in
department units and you look at the staff just simply based on your initialized view.
There's a big difference. And again, unless you’re walking into areas such as facilities and
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physical plant that house custodial services, you're [in] the cafeteria food department. Um?
And groundskeeping. That's just the eyes’ view piece to it.
Maxine offered another example of what Monica articulated, and took it a step further, noting that
due to privilege, access, and connections, Black and Brown candidates were not considered for
certain positions:
Everything that came across you know my desk was White male. White female and then
when…the questions were being raised…like, well, the other candidates were not as
qualified, but if you set the vitas next to each other, the African-American or, the Latino
candidate was more qualified than a White candidate.

But because of a personal

connection, money, then they chose to go with the White candidate.
The responses from each participant regarding this theme reflect the maintenance of the
status quo within the university. Policies are abused, and pressure is applied to the participants to
recruit and retain more White candidates while excluding Black and Brown candidates, which
means the university is not excelling in this area, despite the existence of a policy and the
participants’ ability to articulate and administer that policy. The participants’ responses mirror
their professional and personal experiences, blending together to provide a deeper understanding
of the status quo at the university. This status quo serves to control social and economic realms of
the institution by taking a well-intended institutional process and procedure, such as the Waiver of
Advertisement, and using it to promote racism through hiring a high number of White faculty and
staff professionals rather than Black and Brown ones, all while claiming to improve the
university’s plan for diversity and inclusion (Hiraldo, 2010).
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(Mis)use, (Mis)understanding, Missed Opportunity
The second major finding relates to how policy may not be followed due to a lack of
understanding or to abuse of that policy, resulting in missed opportunities to recruit and retain
Black and Brown faculty and staff professionals within the university. The responses in this
section reflect these findings and further support the point of Whiteness as Property, another tenet
of CRT, which focuses on how whiteness is a racialized privilege and status that provides the basis
for societal benefits.

The participants’ responses show how the misuse of the Waiver of

Advertisement led to missed opportunities and a shift away from policy. The unfortunate misuse
of the Waiver of Advertisement policy, including backdoor deals, according to participants and
their responses, serves as a reminder that even when a possible solution is in place, the results may
not reflect the intended solution.
Shock at the misuse of the Waiver of Advertisement was apparent in Jessica’s comment:
“I’m astounded by the number of waivers. That maybe these were people that they already knew
and they wanted to hire them quickly. 254 waivers, for what?” Her response was echoed by
Monica, who viewed the misuse of the policy in this manner:
In such a way that they could present it as though it was to benefit the under-represented
population of people, yet that was never the intent. The intent was for it to be utilized just
as it is to benefit specific, in specific cases, only staff, faculty, and staff of Noncolor. To
further the vehicle of systemic racism…because it’s just yet another form of it.
This response is in line with the Waiver of Advertisement Report data, which displays a clear and
present benefit for Whites, while Black and Brown hiring percentages are low. Jessica and Monica
are both EOLs and HR representatives for their respective areas. Their responses demonstrate
their acknowledgement of a misuse of policy, as well as a representation of systemic racism, based

86

on the policy and the data. The next response, from Maxine, presented an ominous conclusion,
based on policy misuse:
At some point that it didn’t even matter what DIEO said, if they wanted it done, whoever
was in leadership was just gonna change it. And prior to the leadership that’s currently
DIEO. The previous administration or administrator would not change it, they would fight.
Tooth and nail, give justification. Meet in a parking lot and almost have screaming matches
about what the policies said and what they were because they were not afraid of the
administration. It was like no. I have these policies to back up my decision so they wouldn’t
budge, they just didn’t. It was almost like they needed an act of Congress to change their
mind, versus, you know, the current administrators. They’re just like Oh well, they said we
gotta do it ‘cause they said. But if they said it’s going against what your policies are, then
you’re part of the problem.
This statement contains a sense of inevitability, with leadership inside and outside of her office
changing their decisions to favor those they wanted to hire, despite policy and expectations. This
presents another dynamic in the finding, as the current office leadership would bend to the desires
of their bosses, which could have led to missed opportunities to hire Black and/or Brown faculty
or staff professionals. Maxine expanded:
I’ve seen memos that … signed off on that … and the former provost, encouraging
departments to hire Black and Brown faculty. Because at one point in my tenure at USF,
that was very important that the university hired Black and Brown faculty.
Her observation describes another example of a missed opportunity to hire Black and Brown
faculty and staff professionals, due to the misuse of the Waiver of Advertisement, despite
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directives from former and current university leadership to hire them. However, the response of
leadership was inconsistent, which will be clarified below.
Another example of misuse with the Waiver of Advertisement came in the form of
permanent hiring through inappropriate means, such as visiting lines or positions for faculty.
Linda, a dean with a bevy of experience in recruiting and retention, made the following statement:
And then people would be hired on a visiting line and told, well, we’re just going to bring
[you] in this way and then we’ll convert you later to something to something else. So I
know people did that as a way to get around hiring…and that’s pretty awful.
She followed up with her thoughts on whether the Waiver of Advertisement served its purpose in
terms of diversity: “You know if the waiver process was intended to help increase diversity, it’s
not doing that.” Her understanding of the policy and procedure places a spotlight on the misuse,
misunderstanding, and missed opportunity of the Waiver of Advertisement, describing the promise
of permanent hiring through inappropriate means, which further illustrates the inconsistencies in
hiring and in the messaging of hiring authorities when using the waivers that ultimately resulted
in not increasing diversity.
This theme brings the misuse of policies and practices to the forefront. The participants
affirmed that the waiver policy was being misused, regardless of any potential misunderstandings,
and as a result of the misuse, Black and Brown faculty and staff professionals were not being hired,
resulting in a missed opportunity for the university to exercise the policy that was constructed to
address the underrepresentation of Black and Brown faculty and staff professionals. The historic
structure of property and ownership, along with the repercussions that stem from this system,
underline and maintain a system of White privilege and supremacy, as only those who are White
can advance themselves in it, as evidenced in the Waiver of Advertisement Report, which
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illustrates that property in this sense means jobs, where Whites are the main beneficiaries (Hiraldo
2010).
As a dean and leader of her area, Linda offered feedback on HR practices, such as search
committee trainings, diverse candidate pools, and other procedures, by explaining the difficulties
that may ensue throughout the recruiting process for a new hire:
It's a balancing act. You don't want to give anyone any unfair advantage. You want
everyone to have the same opportunity, but you also need to be able to give them an
experience that lets them know you understand you're trying to get to know them, and
you're trying.
Maxine provided a slightly different viewpoint on HR practices, as there were trainings
that might be offered, but that could not be fully developed in the short span of the time provided,
to ensure diverse hiring at the university:
So what happens is the colleges can request for a staff member or professional to come to
do overview for their search committees. But the majority [of the] time they were given
like 10 minutes, you really can’t dive into what the colleges need to be looking for in 10
minutes. What you’re doing in 10 minutes is giving an overview and really express[ing]
to them the importance of OK, this candidate is not only going to represent your
department, but this candidate is going to represent the university. How is this candidate
going to not only embrace the students but the culture here at USF? And what is the
communities’ feel[ing] about this candidate? And a lot of times they didn’t even consider
that. It was like, well, this is my friend. I’m gonna hire them. And you know, whatever
you have to say, I’m not hearing it.
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Jessica offered a similar assertion of her own regarding HR and its consistency in practice,
declaring that “they [HR] don’t really communicate with us as HR Administrators.” Jessica is a
current HR liaison, and Maxine is a former employee who was an HR administrator during her
time at the university. Their similar experiences in different areas of the university, as well as a
difference in race, one White, the other Black, illustrates the inconsistency in practice.
As a former Associate Vice President (AVP) of the university, Herbert elaborated on how
trainings at the university were spent attempting to explain to faculty what diversity, inclusion,
and equity meant, which often turned into a debate, pitting him against the faculty members who
would later serve on search committees:
The time was spent trying to describe and help him understand what was diversity,
inclusion and equity. It was like trying to get into first grade when I'm really trying to deal
with college-freshmen level. Instead, I'm dealing with the first-grader who's debating me
about what's diversity, equity, and inclusion, and I'm thinking, you're the professor. You're
there because you know engineering. I'm here because I know diversity, equity, and
inclusion. Why want to spend half the time debating that? I'm wrong and you're right
when I'm the one? Who's the expert? So even when those opportunities have been [there],
a lot of it was debating and trying to find ways to quiz me, or quiz the position representing
the office. “Why are we doing this? Who sent us? Well, that's not diversity. Ahh, that
will never happen.” So they are trying to bring in the barriers and trying to work through
those barriers.
These responses offer a concise summation of training as a practice, and how even when
offered, it can often prove futile in the end, if time constraints and lack of communication from
HR ensue during the process. Maxine’s declaration that leaders were defiant and “not hearing it”
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confirms a consistent misuse of the waiver policy, also indicated in the data. The defiance is
reminiscent of entitlement, ownership, the right to utilization and indulgence, the right to
protection based on complexion, and the right of omission at the expense of Black and Brown
faculty and staff professionals (DeCuir & Dixson, 2004; Hiraldo, 2010).
An observation from Maxine revealed that the Waiver of Advertisement could be used for
one employee, but could result in a misuse by the hiring authority if that employee decided to bring
their team/staff with them, leading to more paperwork and processes that may not have been
necessary, as well as the allocation of additional money to support the added staff:
When they wanted to bring people in to do who had research dollars right, they were going
to be bringing their grants…but not only were they bringing their monies in, they wanted
to bring their staff with them. And so, in order to do that, you know we receive packets.
So we’re gonna hire though. We’re going to waive this one person, but then this person is
bringing 15 people with them. So now it becomes a situation. Now you gotta create 15
additional lines that you didn’t have because this person is bringing all this money. Now
you want to accommodate them. That’s one area. The other area was athletics. When
there was a change in the coach, the coach wants to bring all these people and you know
they will cycle. This is time sensitive. It needs to be, you know, signed now. So it was.
Bringing in an additional 15 lines of employment can be challenging and problematic, including,
for example, the cost, inadequate workspace, potential removal of currently employed team
members, and more. This presents more opportunities for misuse of the Waiver of Advertisement
because it had the potential to privilege more people from a particular race, Whites, over others,
including Black and Brown candidates, when Black and Brown candidates were meant to be a
central focus of the waiver, according to a memo from the Associate Provost, which declares that
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the waiver “MUST be primarily for the purpose of meeting the Equity Accountability expectations
of the university.” Adding to these issues, the word “primarily” was left up to individual
interpretation, depending on the college, department, campus, etc., as evidenced by the large
number of White hires under the waiver, in comparison to the Black and Brown hires.
Another key to identifying the misuse of the Waiver of Advertisement was this reference
to backdoor deals taking place. Amanda said, in her own words, that the policy allowed a
“backroom deal. Something is encouraging the promotion of the Whites in the population. In a
way that’s not promoting the other populations.”

Affirming this statement with her own

observations, Jessica declared, “I tend to think people utilized the waiver because they know the
person that they’re hiring, and they just want to get it over with instead of opening things up to
fresh minds and fresh ideas.” While Maxine did not use the exact words “backroom deal,” her
response was indicative of a deal or conversation that was negotiated in multiple venues, including
the parking lot. Her following comments communicate a seemingly unorthodox approach, as well
as the pressure felt to make a decision, that contradicted what her office had decided:
You know, we get calls not only from the Provost’s office, from the President’s office and
the Department head, or whoever was in charge, and it was a lot of conversation back and
forth via email, in person, in a parking lot. You know, to kind of, like, make the office
change its mind on a decision that it made.
Elaborating on the backdoor deal(s), Herbert explains how even in his role as an AVP and CDO,
he felt pressure to approve waivers, despite those waivers not meeting the aforementioned Equity
Accountability expectations:
I found that there's a back door to this process and I'll tell you what one of the back doors
is. You hire someone on a temporary basis. Adjunct faculty. Assistant of some way, and
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you hire that person for a year, and then you extend it for two years when you finally have
the line to hire somebody. You don't want to do a search because you've had somebody
for two years who's learned the position, who contributed to the position. Who has
developed a following in the department, who is successful. And you can justify this. The
best person who's already had success for two years now that you have the line you want
to hire that person. You created a backdoor for that person to get into that position without
doing a search and you use a system that was meant for people of color. And then you get
people in power to approve, to have to agree with you. Everybody agrees with you. And
then I'm the last person to sign. And if I'm being told “you have to sign,” I have to do it.
If I didn't sign, then I would be going against the directive of my supervisor.
These responses make it clear that the university’s decisions led to missed opportunities, as well
as varying forms of misuse through pressure and potential backroom deals.
Building upon this, common responses were found in the replies of Maxine and Dana,
centered around the misuse of the Waiver of Advertisement. Dana’s statement that an EOL cannot
ensure equity in every hire also highlighted a misuse and missed opportunity to potentially hire
diverse candidates. Her statement also confirmed that she could not ensure equity in every hire
because she was not a hiring manager, in spite of her being an EOL on her campus and in her
department. She stated:
…but ultimately you know it had to go through. So we are not able to stop any hires that
are going to because we’re not the hiring managers, so that’s why I say we can encourage.
We can support. We can advocate for, but ensure no, we cannot ensure that every single
hiring decision is made with equity and diversity in mind.
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The inability to ensure equity in the hiring process is problematic and calls into question the role
and authority of EOLs. If an EOL cannot ensure equity during the hiring process, diverse
candidates are less likely to appear in the applicant pool. Furthermore, this is a missed opportunity
for an EOL to flourish in their role, if they are not provided the tools to perform their duties, or the
authority to ensure a diverse candidate pool or hire. Evidence of a misuse or overuse of the Waiver
of Advertisement, to the detriment of Black and Brown faculty and staff professionals, was once
again identified with this observation from Dana:
And I was basically told, you know it’s, it’s gonna happen because we need this person
and the condition for his or her employment. The spouse has to come. And you know, so
I don’t know if that was pressure more so than you know, regardless of what you say or
do, this is going to happen...
It is critical to note that the Waiver of Advertisement covers many areas, including spousal
hires. This is problematic, as it could further impact hiring practices related to Black and Brown
people. For example, if a White candidate is hired through the waiver process, and their hiring is
contingent upon a spouse coming to the university with them, this means not just one, but more
waivers have been misused, in order to benefit Whites. And based on the Waiver of Advertisement
Report, Whites benefited more from the policy, creating a cause for concern.
Maxine provided a shocking revelation, mentioning that university leaders were
circumventing the hiring process, and applying pressure to grant waivers, as well as creating fear
in the process:
Over time it seemed as though…if you don’t do this, then there’s going to be repercussions.
So even though the office probably disapproved or denied a waiver…Sometimes the
decision was changed because of the repercussions from the administration, especially if it
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was, let’s say, uh, associate vice president position. So you know, when you want to
circumvent the process, you apply pressure and people you know want to maintain their
jobs, you know. But you know when your livelihood is on the table, it’s like, well, you
gonna sink or swim, you know?”
The statements from the participants in this finding reflect a firm adherence to the status
quo on the part of the university, along with the misuse and missed opportunities that resulted from
the misuse of the Waiver of Advertisement. Further, the increased pressure to acquiesce to the
desires of administrative leaders, backdoor deals, the inability to ensure equity in the hiring
process, and offering little to no training to promote diverse hiring and search committees all
represent educational inequity, along with advancing Whiteness as Property, as evidenced in the
Waiver of Advertisement Report (DeCuir & Dixson, 2004; Harris, 1995).
The Cost of Preeminence: Intended and Unintended Consequences
The results of this finding focus on the price that is often paid when intentional and
unintentional decisions are made at the expense of underrepresented and underserved populations
within higher education. Another CRT tenet, Race as A Social Construct, is used for analysis of
these responses. The impact of race on Black and Brown individuals is that they have been thought
of as less intelligent and logical than Whites. The construct of race was used to subjugate nonwhites into subservient roles, as well as to enforce and exercise Jim Crow legislation, all factors
that are reflected in today’s society, including in the low percentages of Black and Brown faculty
and staff professionals at the university. The participants’ responses are reflective of this.
Policies, Procedures, Practices, & Protocols
With the pursuit of preeminence, some lasting costs ensued for the university. Maxine
asserted that at one point during her employment, the university was invested in hiring Black and
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Brown faculty and staff professionals, but as a result of the pursuit or preeminence, a shift took
place:
I think the university was more invested [in diversity]. Because they [made] sure that even
the search committee, um, encompass[ed] not only different races, but genders and when
they went to recruit someone from another university, or just somebody that they knew
they took the time to make sure that we were adhering to not only the Board of Governors,
but its own practices. As time evolved, the university got away from that. It was like, well,
this is, you know, welcome aboard, and it was like we had these policies in place that they
were not following.
She expanded on the consequences that resulted from the current overall climate and/or
environment of the university, which affected the practices of the university in terms of Black and
Brown recruitment. Her statement affirmed that there was deception on the university’s part:
You did that mirror dance on me. You showed me one thing, but behind the mirror it’s
something different, and I think the University wants to put window dressing on a lot of its
problems, instead of digging in deep and really adhering to its best practices.
Dana extended the conversation with her statement on HR practices and procedures:
Our HR Department, they have subscriptions with different publications, you know, like
women, women supported publications, publications, that are like culture-based like Latin
X or you know multicultural. You know, different types of publications and they do
advertise positions there to try to get, you know, a broader reach with different professional
organizations, that kind of thing. So I would say there's at least the thought of it. Do they
necessarily follow through or stop searches when they realize that, hey, you know, seems
like we were hiring the same type of people over and over? Not necessarily….
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Monica concurred with Dana, and explained how even as an EOL, her experiences showed that
leadership already had a candidate in mind prior to the recruitment efforts:
I experienced, when facilitating recruitment efforts. That most times, leadership had
already had in mind who they wanted to hire.

And so job descriptions would be,

reconfigured, which is outside of the university's policy for equity and inclusion. Um, they
will be reconfigured to match the specific individual. Job experience and skillset and these
individuals were always people of non-color.
Monica also noted that her role as an EOL did not grant her the authority to enforce and ensure
HR policies and protocols:
I don’t have the authority that I should have with my position. To make the appropriate
contributions. And I don’t have the influence within my position to effectuate that change,
either. Unfortunately, the leadership in my department, we don’t share the same mindset
and it is very different than that of mine.
All of the statements above provide descriptions of the consequences that the university
faces today due to its desire to not assess equity and systemic issues. When team members feel
that their position cannot fully operate according to its assigned capacity, negative results can come
to pass, such as loss of work morale and lack of trust in leadership and its abilities. Responses
from the participants also exhibited a need to improve the construct of race in order to provide
diverse search committees, which would yield diverse pools, candidates, and hires, ensuring a
diverse and equitable hiring process. If leadership already has individuals in mind that they would
like to hire, and they are White, this affirms the Waiver of Advertisement Report data all the more,
and further marginalizes Black and Brown faculty and staff professionals based on their race, a
consistent marker for disadvantage (Parker, 2015; Parker & Lynn, 2002).
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Two participants underscored the notion that in pursuit of AAU status, there is a price to
be paid. AAU, the Association of American Universities, is composed of America’s leading
research universities. The university that is being investigated for this study aspires to AAU status,
as it is currently a Research One (R1) institution. If the university were to earn this status, it would
be eligible for the majority of federal funding that is competitively allocated for academic research.
The participants were united in their statements regarding the university, the consequences of
decisions that were made, and those who suffered as a result of those decisions. Specifically, those
decisions were centered around preeminence, which rewarded the university based on 12 metrics,
such as research expenditures, patents awarded, graduation rates, and more. A glaring exclusion
from these preeminence metrics is increasing the number of diverse faculty and staff professionals,
which leaves Black and Brown individuals in a difficult position. Because diversity is not a part
of preeminence, the consequence, whether intentional or unintentional, is that Black and Brown
faculty and staff professionals are not as integral to this pursuit. This creates another potential
reason for this demographic group to be overlooked, and for their presence not to be deemed a
necessity. The participants spoke to the university’s quest for preeminence, as well as the
consequences that resulted from that quest.
When speaking to the pursuit of preeminence, and the lack of Black and Brown faculty and
staff professionals, Kim, a dean at the university, concluded, “It’s…obviously a problem…you
can’t get to those important intersections if you have all or just one type of person.” Her realization
is that one of the consequences of having a low percentage of Black and Brown faculty and staff
professionals is that the lack of intersections and diverse employees represents a problem that the
university has not addressed. There is value in intersections, where race, gender, age, disability,
etc., are valued, in addition to diverse epistemologies. It is often a default to say that respect of
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diverse ways of thinking, knowing, and doing is welcomed, but not seeing the way this thought
can exclude race as a category of diversity, or an underrepresented category, is often problematic.
After all, given America’s increasing pluralism, scholars, administrators, and courts all uphold that
racial diversity is integral to merit (Guinier, 2003; Gurin et al., 2004; Milem et al., 2005; Orfield,
2001; Posselt, 2014).
Mentioning aspiring to university accomplishments such as being a “research one”
institution in her statement, Maxine spoke to areas that were lacking despite this accomplishment:
I also felt that there wasn’t a Black or Brown person at the table to be able to identify some
of the factors that the university overlooked. Like, OK, we need to be mindful of what our
campus looks like. We need to be mindful that it’s a representative. It represents the
community that we serve, and I think they got away from that. The university got so into,
you know, we want to be a, you know, research one.
More responses reflected the consequences, intentional and unintentional, of the pursuit of
preeminence for the university. Linda affirmed the cost the university is facing as a result of low
numbers of Black and Brown faculty and staff professionals. Her response, as a dean, and as a
White female, spoke to needs both inside and outside of the university:
The Academy needs more people of color. Um again, it’s tough because they don’t have
a lot of role models right now. They don’t have a lot of support right now, and in a lot of
ways we turn them off from careers in the Academy.
Supporting the previous statement, Maxine provided more details:
The shift was, oh we want to be preeminent, or the shift was we want to be AAU, and the
university lost its way. The landscape of the university just shifted from being one where
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you could walk across campus and you would see, you know, Black and Brown people, to
you were almost in awe to see someone Black or Brown.
Black and Brown faculty and staff professionals who are employed at the university can
also experience the intentional and unintentional consequences of low percentages. For example,
Linda spoke to occurrences in her college where Black and Brown faculty and staff professionals
accepted her decision to place them on search committees, or other service committees, and others
rejected her decision:
With demands from students, you know, who want to talk to someone, or they get put on
every committee. Because there aren’t enough to go around, and I’ve had some faculty
challenge me on that and say, “Don’t you decide if I want to be on the committee or not.
I’ll decide if I want to be on a committee.” And, “I may wanna be on that committee and
so don’t.” I’m like alright alright, I’m not gonna not ask I’m just gonna say I recognize.
Then you can say no if you feel like I’ve done enough of this, you can say no. And some
faculty say, “Yeah, thank you, I can’t be that person on every committee,” but others say
“No, I’ll decide where I think my voice is best placed.”
Amanda elaborated on the previous statement and pinpointed the price of low Black and
Brown faculty and staff professional percentages. Whether intentional or unintentional, the
consequences are clear and present:
It’s like the token person of color is on the search committee and like every time there’s a
search committee, they’re always assigned to be on the search committee…So the feeling
is that it’s like. Well, why am I always on the search committee? And everybody else gets
to switch around, and so it makes them feel like, yeah, I’m the token black person or
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whatever man you know. It’s not fair for number one, but you know. It says something
about our thought process about representation.
Her observation that the number of Black and Brown faculty and staff professionals is so low that
the person who chooses to identify as such feels like the “token person of color” affirms that the
problem is ongoing and is a consequence of the low percentages of Black and Brown faculty and
staff professionals, whether this underrepresentation is intentional or unintentional.
Another major issue occurs when Black and Brown faculty and staff professionals leave
the university for other opportunities. A strong statement from Linda noted this:
And then if you know if they choose to stay great, if not, and you know I've had several
black faculty in particular get tenure get, you know, make associate professor and then get
great offers elsewhere for leadership positions. And I'm not going to tell them not to go.
You know, if you've got a better offer, you need to take it. So we've had that experience.
But, you know, I look at the whole thing holistically. It's like, hey, good. If you're getting
a leadership position in another university as a black person, good? 'Cause I can't. You
know, I don't see that opportunity here anytime soon, right? So alright? So maybe then
my numbers don't look great, but the numbers collectively need to improve. Not just ours,
so.
As a dean, this participant is aware of the problem of losing faculty or professional staff members,
but also does not wish to hold them back from bigger opportunities, which further exacerbates the
low percentages of Black and Brown faculty and staff professionals at the university. Another
participant, Maxine, also spoke to the exodus of Black and Brown faculty and staff professionals:
Faculty and staff leave the university. Because of the lack of diversity, because of the ill
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treatment from the university on these respective staff and faculty members. When you
have an exodus of Brown and Black people leave the university, the university needs to
take a look at that and say what is it we're doing and what is it we're not doing? And I don't
think that the University has done a report card on itself. And you can't do that internally.
You would have to have somebody from the outside to come in and to really take a holistic
look at what's going on. Why is the culture such that Black and Brown people are leaving
the university or don't desire to come?
Herbert shared his perspective on the culture of the university, some departments, and the
impact the environment had on retaining Black and Brown faculty and staff professionals, noting
that a certain department at the university openly supported racist rhetoric:
I was also the person who looked at the harassment and discrimination complaints, and I
would look at the environment where faculty and staff worked, and students, and I could
see the issues in those environments and the pervasive nature of racism. When you would
look at a whole college in the department when it was acceptable to call black people
“monkeys”—“We're hiring more monkeys for our department”—and people will accept
that descriptor and continue working. And this goes around for a while, and it's accepted.
It was a word for people of color, particularly black people, that was a message of this, like
maybe even hatred, put down. It's a very demeaning, offensive language, and you know
for that department it's OK to continue. It's OK. So when you see those kinds of
environments exist, you know the people in those environments are also, quietly supporting
that. So when decisions are made subjectively, they continue to exist in that atmosphere.
That makes it very difficult. It makes it untenable, and I think that kind of climate is what
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also begins to push out faculty of color, so that’s the climate in departments and colleges.
It's another variable.
The problem, according to the participants, is multilayered: the culture, the loss of Black and
Brown faculty and staff professionals, the failure to replace those individuals and the ethical
dilemma of recruiting Black and Brown faculty and staff professionals or encouraging them to
stay when there are no opportunities for advancement. The Waiver of Advertisement Report and
Florida Equity Report confirm that their low percentages are persistent and consistent. The loss
of Black and Brown employees means they are absent on campus, and not being hired, which
means they are not seen. It is cyclical, and evident, and the participants made this clear when
asked about the Waiver of Advertisement Report and the Florida Equity Report.
The university did not take up the mantle of hiring and recruiting Black and Brown faculty
and staff professionals, based on data gathered for the Waiver of Advertisement Report. The
participants all noticed the effects in their respective areas and positions, as noted in their replies,
which highlight the need for more Black and Brown employees; yet, this need was placed on hold.
Once again, participants’ responses emphasized racism through everyday activities, standards,
norms, and cultures of the university that often-favored people who were White (Diggs et al., 2009;
Fenelon, 2003; Levin et al., 2014; Yosso, 2005).
With confidence and conviction, the participants asserted that the university needs to take
steps to fix the issue(s), or more consequences, intended or unintended, may ensue. For example,
Jessica offered a concise response to whether the university is excelling in the area of Black and
Brown faculty and staff professional hiring: “Excelling? No. Making strides? Yes. The university
needs to focus more on that.” Taking it a step further, Dana provided a perspective that reflected
her years of experience in the field of equal opportunity with this conclusion:
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I’m glad that the conversations are being had. I think prior to the summer of 2020, a lot of
those conversations were being had, but kind of in the margins, not necessarily within like
cabinet meetings or within the C-Suite. And that kind of thing. Now, I think those
conversations are being had, although I’m not sure to what depth, but at least they’re being
had.
Monica was unconvinced, declaring that the university needs to do more in order to excel at the
hiring of Black and Brown faculty and staff professionals:
Because every day we see what progress is being made and yes, so yes to that end. Progress
is being made; however, not enough progress is being made. Not enough effort in my
opinion…is being put forth to make the changes to effectuate the change that needs to take
place.
The responses provide a sense of hope that steps are being taken, but also underline that change
has not come to pass yet, and that the results remain to be seen. The themes and findings emphasize
how racism is embedded in institutions, as well as how the refusal to follow policy, the
circumvention of policy that calls for hiring more Black and Brown faculty and staff professionals,
and the refusal to allow employees to function in their assigned roles are all forms of overt racism,
as well as systemic racism or institutional racism (Constantine et al., 2008; Levin et al., 2014;
Solorzano, 1998). The racism is embedded within normal practices where a neutral rationale is
provided to distract from the fact that this practice is racist, absolving the individual of being racist.
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Conclusion
This chapter highlights how hiring practices and policies can reinforce the
underrepresentation of racial and ethnic groups in university faculty and staff professional
positions. The research question addressed was: In what ways does systemic racism manifest in
the hiring policies and institutional practices that shape the hiring and retention of Black and
Brown faculty and staff professionals? This chapter includes sample demographics and a table
that provides a visual summary of the participants in the semi-structured interviews. Critical Race
Theory as a theoretical framework, specifically regarding a) Permanence of Racism, b) Whiteness
as Property, and c) Race as A Social Construct, was utilized to illustrate the co-opting of the policy
of the Waiver of Advertisement, benefiting Whites. Furthermore, the findings demonstrate that
the Waiver of Advertisement is indicative of policy fiction for underrepresented populations,
particularly for Black and Brown faculty and staff professionals. These findings include: a) The
Overwhelming Presence of The Status Quo, b) Mis(use), Mis(understanding), Missed
Opportunity, and c) The Cost of Preeminence: Intended and Unintended Consequences. Chapter
5 provides a discussion of these three findings.
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CHAPTER FIVE:
DISCUSSION
“Misfortune is a test of people’s fidelity. Those who protest at injustice are people of true merit.”
– Huey P. Newton, Ph.D.
In this chapter, I discuss the findings of this study and how those results not only highlight
a misuse of the Waiver of Advertisement, but also provide possible future research opportunities.
The chapter is organized into seven sections: a) Summary of Research, b) Discussion, c)
Implications, d) Limitations, e) Recommendations, f) Areas for Future Research, and g)
Conclusion.
Summary of Research
The purpose of this study was to analyze how diversity initiatives such as the Waiver of
Advertisement are insufficient in providing opportunities for Black and Brown faculty, including
staff professionals, despite being created to rectify the issue of underrepresentation. The Waiver
of Advertisement is a policy aimed at increasing racial diversity amongst faculty and staff
professional positions across a large R1 institution located in the Southeastern United States. By
exploring both institutional and interpersonal dimensions, this study illustrates the complex ways
that both macrostructural and microsocial realms intersect to reveal racial disparities in higher
education. The use of the Waiver of Advertisement in hiring practices was the main focus of the
study. The study examined how specific policies excluded racially/ethnically minoritized people
(i.e., Black and Brown faculty and staff professionals) from tenure-track, as well as administrative,
upper-level positions. The research question addressed in this study was: In what ways does
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systemic racism manifest in the hiring policies and institutional practices that shape the hiring and
retention of Black and Brown faculty and staff professionals?
The study used Critical Race Theory (CRT) as a theoretical framework, with the purpose
of examining and showing the co-optation of the Waiver of Advertisement, which benefits Whites.
CRT was used to center race in the research process, and to challenge traditional worldviews that
seek to minimize the role of race and instead assert colorblindness, liberal ideology, and non-racial
rationales for underrepresentation, alongside merit-based arguments that overlook racialized
structures and socialization that privilege Whites over others. CRT demands that I be authentic in
explaining my subjectivity in design, data collection, and interpretation. My work is not devoid
of perspective; rather, it exists in a social context, not an abstract realm. Ultimately, I used CRT
to make sense of the ineffectiveness of the hiring policy.
A Program Effects case study was the methodology applied, as this was the best approach
to answer the research question. It also allowed the participants in the study to reveal in-depth
responses, based on their expertise, knowledge, and proximity to the usage of the waiver. They
critiqued the policy, problematized its use, and presented necessary perspectives on it. I emailed
approximately 100 individuals with an invitation to participate in this study. Many did not reply,
and some replied hesitantly, saying they could not participate due to a possible conflict of interest.
A total of eight participants did agree; they had job titles such as Dean, Executive Administrative
Specialist, Associate Vice President, HR/Unit Administrator, Office Manager, Upper-Level
Administrator, and Equal Opportunity Liaison (EOL). Each participant took part in a one-on-one
audio interview, and in some instances a video interview, which consisted of responding to indepth interview questions and reviewing various documents, such as the Waiver of Advertisement
Report. This and other documents discussed during the study revealed systemic racism in the
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hiring policies and institutional practices of the university, as they showed that White faculty and
staff professionals benefit more from the Waiver of Advertisement, a policy that was created to
increase the hiring of Black and Brown faculty and staff professionals.
There were three major findings, based on the data: a) The Overwhelming Presence of the
Status Quo; b) Mis(use), Mis(understanding), Missed Opportunity; and c) The Cost of
Preeminence: Intended and Unintended Consequences. The findings indicate that the Waiver of
Advertisement is representative of policy fiction for Black and Brown faculty and staff
professionals.
Discussion
Despite the creation of the Waiver of Advertisement policy, where one of its primary goals
was to increase the representation of Black and Brown faculty and staff professionals, their
numbers remain largely unchanged at the university. The participants shared their awareness of
this in their own responses, and their narratives allowed me to develop themes and findings, based
the data. Their responses reflected the assertion that a healthy campus climate is hindered due to
the lack of racial diversity, as well as the lack of visible, sustained support (Garces & Bilyalov,
2019; Hurtado et al., 1999; Ledesma, 2016).
An intriguing concept resonated with me while conducting this study, and that is the idea
of a “plantation mindset,” which Monica, one of the research participants, briefly elaborated upon:
Most of the administrative on up to executive administration and faculty and level staff that
I've encountered who are not people of color…all seem to dwell and function within the
plantation mindset. And so that plantation mindset was one of again restricted movement.
Inequality. Oppression. And the grave mistreatment and devaluing of human beings who,
again, are different.
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I couldn’t help but agree wholeheartedly with her invoking “restricted movement,” as the Waiver
of Advertisement Report supports this view, based on the low percentages of Black and Brown
faculty and staff professionals hired via the policy. It is deeply troubling to observe single-digit
percentages for the representation of Black and Brown faculty and staff professionals when the
purpose of the waiver policy was to increase those percentages. This supports prior research and
adds to knowledge regarding the status quo of higher education, as the experiences of Black and
Brown people on campuses that are historically and predominantly White are widely accepted as
establishments of colonial continuity (Ashcroft et al., 1989; Dancy II et al., 2018; Kayes, 2006).
The concept of “colonial preoccupations” refers to the insistence or demand that people from
underrepresented populations, Black and Brown people in this study specifically, conform to
White norms or risk being overlooked or excluded from the academy.
The revelation from another participant, Herbert, that one college/department at the
university referred to Black people as “monkeys” is another example of the colonial
preoccupations and jargon that can prove detrimental to the advancement of Black and Brown
faculty and staff professionals in higher education. The culture of the institution reflects this;
larger numbers, or a critical mass of non-White faculty and staff professionals, might reduce this
type of openly racist behavior. Yet, recruiting someone to come to a place/college/department that
is openly racist is ethically questionable. Leadership must address these issues head-on if they are
to be improved or eliminated altogether.
Participant Dana indicated that the reason that the number of White employees outweighs
those of Black and Brown employees is connected to the notion of knowing people and having a
type of affinity with them:
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People that I’m already associated with, you know? A lot of times they are there like me,
or at least they’re like minded. If they’re in my network, right? Either you know, I like
them on a personal basis, or…we share some professional affinity, some kind of way. We
worked together previously or something…. So there’s some connection there.
The idea of hiring those who look like you once again aligns with the data from the Waiver of
Advertisement Report, as well as the data from the 2019 Florida Equity Report. According to this
report, the university’s tenured faculty composition was 72% White, 4% Black, and 6% Brown.
For tenure-track faculty, the percentages were 51% White, 6% Black, and 8% Brown. Percentages
for staff professionals, executive/administrative/managerial, specifically, were 74% White, 7%
Black, and 8% Brown. The percentages for non-tenure-earning faculty were 66% White, 4%
Black, and 13% Brown. These almost mirror the percentages in the Waiver of Advertisement
Report Data, covering 2014 to 2018, with 68% White, 10% Black, and 7% Brown. This is an
average of the percentages over that period, consisting of faculty and staff professional positions
granted through the waiver. These are not encouraging statistics, and there is much work to be
done in order to rectify these areas of consistent concern. Because the waivers are not increasing
the numbers of Black and Brown faculty and staff professionals at the university, the trend of the
status quo continues, privileging the hiring of White faculty and professional staff, with blatant
discrimination, preventing the latter from successfully entering the university seamlessly
(Nevarez, 2001; Solorzano & Yosso, 2001; Wassmer et al., 2004). Through my analysis, I was
able to discern several themes which repeatedly appeared, based on participants’ responses, but
one in particular was adherence to Policies, Procedures, Practices, & Protocols. This was the first
theme that appeared in my analysis. It goes straight to the point of hiring, focusing on the
university’s misuse of the waiver policy, highlighting that hiring managers are not using best
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diversity-promoting hiring practices, based on the aforementioned data, and how their hiring
decisions do not benefit Black and Brown faculty and staff professionals. The policy was, in some
cases, ignored, misunderstood, and misused. There were instances where those involved in the
process were pressured to go against policy, and while some refused, telling those who applied the
pressure that they would not allow the waiver to proceed based on the university’s policies and
procedures, others were forced to comply, as their immediate boss was the chief/head affirmative
action officer of the university, who had the final authority over the decision, regardless of defiance
from anyone else.
Through this study, I was able to establish a broader understanding of not only the
university’s hiring processes, but the frequent negligence to include Black and Brown faculty and
staff professionals in the process, despite the existence of the Waiver of Advertisement. This was
vital, as it proved that even when a solution was made available, the status quo of White prevalence
in faculty and staff professional roles eclipsed the need to provide opportunities and/or access for
Black and Brown faculty and staff professionals in higher education.
This work may not have been deemed essential or relevant under the administration of the
45th President of the United States, based on that administration’s persistent exacerbation of issues
related to this study. Under that administration, diversity, equity, and inclusion were under furious
attack, and still face major opposition, based on the current governor of Florida’s insistence that
Critical Race Theory should not be included in statewide K-12 education, resulting in recent
legislation, passed in June 2021, that prohibits the teaching of CRT in K-12 schools, according to
the Florida Department of State’s website (https://flrules.org). This legislation could inhibit
critical discussions and conversations related to race, racism, and how a racialized worldview
developed in the U.S. Furthermore, a website (https://criticalrace.org), launched in early 2021,
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that has been created to monitor which colleges across the USA are teaching CRT. This is crucial
to my study, as CRT is the theoretical framework that is used to highlight the hiring problems at
the university and explain how the underrepresentation of Black and Brown faculty and staff
professionals continues to persist. It is also essential to note that while CRT was not being taught
in K-12 schools prior to the passing of the new law, the new legislation is covertly focused on
eliminating critical components of history that some elected officials, as well as their constituents,
are not comfortable seeing discussed on any level, in any classroom. As previously mentioned in
Chapter 1, the 45th president insisted on eliminating CRT and other diversity-related items from
trainings at the federal level; therefore the law(s) that are being passed are but an extension of this
obsession to distract from racial, ethnic, and socioeconomic atrocities that take place every day
and that have taken place throughout history. My study focuses on a university that teaches an
actual CRT class. That university is included on the aforementioned website, and if parents/legal
guardians are opposed to this content, it could potentially reduce the number of students who attend
the university. This could also lead to potential Black and Brown faculty who teach CRT in a class
or training choosing not to apply to the university for employment, contributing to their low
percentages at the institution. Despite these examples, the current U.S. presidential administration
appears to be more open and willing to implement diverse, equitable, and actionable items into
federal, state, and local policies for underrepresented populations. This is critical to my study,
with the outlook that change is long overdue. The current administration issued an executive order
to rescind the previous order that limited teaching and trainings based on equity, diversity, and
CRT. This may allow my study to be used in various platforms, without legal barriers.
Given that the percentages of Black and Brown faculty and staff professionals are much
lower than student percentages, despite research that affirms students’ desire to have more Black
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and Brown faculty as their teachers, the time to make the necessary changes is now. My study
confirms this through pre-existing quantitative data, qualitative data, and overall findings that
highlight an unchanged dynamic of hiring White faculty and staff professionals while hiring Black
and Brown faculty and staff professionals at lower rates that maintain their underrepresentation.
Exposing students to diversity and diverse perspectives not only builds intercultural competence,
but expands the overall well-being of the students, inside and outside of the classroom (Antonio,
2002; Griffin et al., 2011; Madyun et al., 2013). If the university is willing to make changes, it
should do so now, and one simple way to do this is to follow the Waiver of Advertisement policy,
using it to hire more Black and Brown faculty and staff professionals. Spousal hires could also
help in this instance, as not one, but two individuals could be recruited. I realize that there may
not always be same-race couples applying together, and that is acknowledged, with the belief that
it is still a potential solution. Furthermore, allowing the waivers to be denied if they are not used
in ways that meet the standards of equity for the university is critical for future success. This is
based on the Florida Equity Report, along with areas of critical need where Black and Brown
people are underrepresented. As several participants noted, they felt “pressure” to change their
hiring decisions, which in most cases led to a White faculty member or staff professional obtaining
a position at the university. If those individuals had been Black or Brown, the numbers would be
more reflective of diversity, equity, and inclusion at the university and come closer to addressing
the disparities noted in the Equity Accountability Plan (EAP). The EAP determined shortages in
departments/colleges, based on race, among faculty members. The Affirmative Action Plan (AAP)
captured everyone else, such as staff professionals. Within the last 3-5 years, the EAP and AAP
were collapsed into one plan, now referred to as the AAP. According to a pilot interview
participant who worked closely with both reports, the newly created AAP was never truly utilized

113

to help improve those disparities. This is a problem, as underrepresentation is an issue at the
university, and if no policy or procedure is followed to ameliorate these concerns, the status quo
will continue.
A large Research One (R1) institution located in the Southeastern United States appears to
have a policy on file to promote diverse and equitable hiring of Black and Brown faculty and staff
professionals, but it has failed to meet its policy benchmarks. Data from the Florida Equity Report,
the Waiver of Advertisement Report, and memos from university leadership, coupled with the
narratives from the participants in this study, revealed that the policy on file did not promote the
hiring of racially and ethnically diverse candidates, but instead more Whites, benefitting them in
much larger percentages in comparison to Black and Brown candidates, ultimately maintaining the
status quo.
Implications
The findings of this study are critical to higher education leaders who aim to increase the
awareness of policy misuse in order to increase the percentages of Black and Brown faculty and
staff professionals at their institution(s). These findings convey the viewpoints of faculty,
administrators, and staff from a large R1 institution located in the Southeastern United States.
Findings also led to the idea of ripple effects of diverse search committees. If a search
committee is diverse, there is a greater chance that it will yield a diverse pool of candidates, leading
to a diverse hire. Because there are few Black and Brown faculty and staff professionals at the
university, search committees often include the same Black and Brown individuals, or perhaps
none at all, potentially leading to consistent hiring of White candidates. This goes back to hiring
managers and decision makers offering positions to candidates of similar racial/ethnic
backgrounds. Further, if the same Black and Brown individuals are constantly chosen to serve on
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search committees, this could lead to fatigue on their part, possibly affecting other areas of their
work, such as teaching, research, and community involvement. This is not a common issue for
White faculty and staff professionals, as they are the majority of employees at the university, and
pressure to constantly serve on a committee for diversity measures may not be as common for
them. If the hiring process is not intentionally diverse, there will not be a diverse committee, nor
a diverse candidate pool, and ultimately there will not be a diverse hire. When the data shows that
the tenured faculty are 72% White, 4% Black, and 6% Brown, while tenure-track faculty are 51%
White, 6% Black, and 8% Brown, and the staff professionals, specifically the
executive/administrative/managerial staff are 74% White, 7% Black, and 8% Brown, it is highly
possible that search committees will be representative of these same numbers. If the committees
are consistently majority White, the chances of a Black or Brown candidate even being considered
is low, because the status quo reflects the majority of Whites in faculty and staff professional roles,
limiting the possibility of Black and Brown representation. This can lead to burdening Black and
Brown employees with excessive committee work due to the absence of having a critical mass
available to invite to be on search committees.
Additionally, due to Equal Opportunity Liaisons (EOLs) not having the ability to ensure
equity during the hiring process, there is no guarantee that Black or Brown candidates will make
it past the applicant pool, except for possibly a single individual invited for an interview to meet
the diversity checkbox. This is an unfortunate practice, and a failure to follow the policy that exists
for the Waiver of Advertisement, which notes that the request should not be used in areas where
the majority of the employees are White. Working to promote diversity and equity at each step of
the hiring process has a greater chance of eliminating these issues and achieving the result of more
Black and Brown faculty and staff professionals at the university.
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The implications for practice are intended to suggest steps to deviate from the status quo
towards change that encourages and embraces diversity, inclusion, and equity based on the Waiver
of Advertisement. For example, the university could increase awareness of policies aimed at
increasing underrepresented groups in faculty and staff professional positions. The university
could also appoint diverse search committees, which could enhance the likelihood of yielding a
candidate pool that is diverse, leading to an increase in diverse hires. The university must also
acknowledge that Black and Brown faculty fatigue exists as a direct result of these faculty
members constantly being asked to serve on committees due to their limited numbers at the
university. This reality often affects other areas for them, including teaching, research, and
community involvement, which results in attrition. Finally, the university could expand the
authority of Equal Opportunity Liaisons (EOLs) to ensure that equity throughout the entire hiring
process is evident and enforced.
Limitations
With any study, there are limitations, and this study was no exception. The following
represent the most pressing limitation that I encountered during the study.
1. Roles of Participants – This study involved participants who were Equal Opportunity
Liaisons, Chief Diversity Officers, and Deans. I was not able to recruit participants who
represented policy and decision makers such as the President, Provost, or any central
Human Resource team members. It would have been beneficial to the study if those
individuals had agreed to participate.
2. Policy Perspective(s) – The research participants possessed varying perspectives and/or
viewpoints on the Waiver of Advertisement policy. This could have been due to some of
them being Equal Opportunity Liaisons, of whom there is only one within each department
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and/or college. Each area may have a varying perspective on how the policy is to be
administered, and having a central HR participant, as previously mentioned, would have
helped to clarify this during the interviews.
3. Low Participation-Rate – I am aware that successfully recruiting only eight participants
out of approximately 100 identified potential participants can be considered a low
participation rate. However, the nature of the study may have elicited fear and/or
discomfort, which could have contributed to the small number of participants. This
hypothesis is based on the low response rate (seven declined, eight agreed to participate,
and the rest never replied). This study focused on a topic that highlights a disparity within
the university that targets sensitive concerns, such as race, gender, inequities, and more.
Research notes that sensitive topics pose challenges when seeking study participants,
including how to access, recruit, and retain a sample population which is appropriate in
size, representational in structure, and able to provide the researcher with rich, raw data for
an analysis that is robust and rigorous (Fahie & McGillicuddy, 2021; Johnston & Sabin,
2010; Misago & Landau, 2013; Voltz & Heckathorn, 2008). And while I do feel that the
eight participants allowed me to obtain rich data, the high number of non-replies suggests
fear and uncertainty regarding backlash from authority among those who did not respond.
Recommendations
There must be a comprehensible institutional mission that sees diversity, equity, inclusion,
justice, and excellence as mutually inclusive. This will lead to accountability at all levels regarding
following and adhering to university policies related to recruiting and hiring Black and Brown
faculty and staff professionals. I also recommend that training be required for all search committee
members to move beyond the status quo. This includes mandated diversity, equity, and inclusion
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training, which also includes search committee exit interviews designed to assess the search
process from beginning to end. Search committee training should be required for all committee
members and hiring managers, conducted by either a Chief Diversity Officer (CDO), Affirmative
Action Officer (AAO), Vice President (VP) of Diversity Initiatives, or a decision-making diversity,
equity, and inclusion leader at the university, because oftentimes this training is not required. The
training would entail required steps that must be taken to ensure that university policy is followed,
and that an awareness is built around issues that may impact the search process. Following the
training, a signature from each participant, noting their attendance, and acknowledgement of the
search committees’ responsibility to ensure inclusive excellence throughout the hiring process,
would be logged and sent back to each department/area. Their signatures would represent the
agreement that they are committed to diversity, equity, and inclusion, and that when policies are
not followed, those instances should be reported to either Human Resources or relevant
compliance offices to ensure that hiring practices and policies are being honored from the start of
the process through the end. Proper search committee selection and training(s) would help to
educate all involved parties to ensure that each search committee has equitable and inclusive
representation. This would also help build understanding of the role of bias in the hiring process.
And while training would not be sufficient on its own, it would offer a way to ensure that search
committees become competent and aware of how implicit bias, prejudice and discrimination can
keep Black and Brown individuals from being considered and eventually hired. There must also
be enhanced professional development training for EOLs, and their supervisors, with a specific
emphasis on processes that support these positions, based on a structure that increases autonomy
and reports policy misuse. I also recommend an annual assessment of the effectiveness of Targeted
Recruitment with respect to the hiring of Black and Brown faculty and staff professionals. Lastly,
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a clear, focused, and transparent retention plan for Black and Brown faculty and staff professionals
should be created and widely disseminated across the university. Such a plan might potentially
also be used at other institutions as a rubric.
The recommendations from this study are instructive for leaders of all institutional types,
ranging from two-year to four-year institutions, as well as Research One (R1), Research (R2),
Doctoral/Professional Universities (D/PU), etcetera. National data reports serious and disturbing
trends indicating that for nearly 40 years now, there has been either a decline or stagnation in hiring
underrepresented groups in higher education, in general (Arce & Manning, 1984; Blackwell, 1975,
1988; Harvey, 1986; Matthews, 1987), and this study found a decline or stagnation in hiring Black
and Brown faculty and staff professionals in particular. This research could also be applied outside
of higher education, in K-12, nonprofit, corporate, and other employment sectors that have low
percentages of Black and Brown employees in leadership and decision-making roles. The goal,
moving forward, is to provide a template of sorts to encourage further research and discovery by
fellow and future scholars, along with providing more access and opportunity to Black and Brown
individuals in their respective workplaces.
Areas For Future Research
Many studies focus on either quantitative or qualitative data when researching policies and
practices. This study incorporated qualitative data to enrich the conversation and strengthen the
argument that the policy misuse described was systematically unjust and racist, maintaining the
narrative of white supremacy in the academy, based on numbers. I also presented the participants
with pre-existing, quantitative data that was derived from the Waiver of Advertisement Report and
the Florida Equity Report. This study is somewhat unique, as it uses quantitative, qualitative, and
insider informant data to explore the Waiver of Advertisement policy at the university, in particular
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its misuse against Black and Brown faculty and staff professionals. It is my sincere hope that
future scholars will continue this work, as many avenues were not explored in this study, such as:
1. Upper-Level Administration Ignoring, Overlooking, and/or Circumventing University
Policy – This entails upper-level administrators being interviewed by an outside,
independent group that is responsible for creating policy to ensure that policies are
consistently reviewed and administered in ways that achieve diverse and equitable hiring.
2. Ever-Shrinking Percentages of Black Students at the University – Black and Brown faculty
and staff professionals should be surveyed to identify if student populations are
determinants in their decision to accept or refuse a position.
3. Training Process(es) and Communication around Policy Changes – Research should seek
to understand how policies are implemented and how well required trainings work to
ensure equitable hiring processes and practices.
4. Better Practices to Use the Waiver of Advertisement – A study should identify how the
Waiver of Advertisement could help increase the percentages of tenured Black and Brown
faculty, which are currently on the decline.
5. Targeted Recruitment – More investigation into the changes in the form is needed to
answer questions such as why race, gender, and salary are no longer required to be listed
on the HR-approved document. This would serve to measure the efficacy of the new
policy.

It is important to note that my study focuses on the Waiver of Advertisement,

which was still in operation when the Waiver of Advertisement Report data was obtained,
but was no longer in place when I conducted the semi-structured interviews. I encourage
further research that evaluates the transition from the former policy to the current one. This
research could also provide a deeper examination of why a change in process and/or

120

procedure took place, which is briefly discussed in Chapter 3. Lastly, future research on
Targeted Recruitment could determine if the changes it embodies have been beneficial or
not in comparison to the Waiver of Advertisement.
6. Critical Conversations with Upper-Level Administration – Research should be conducted
to determine the perceptions of upper-level administration as related to equitable hiring
policies and practices.
7. Hiring Policies and Practices at Two-year and Teaching Institutions. – This area of
research reflects how this study can provide insight for those interested in other
underexplored

policy

areas

related

to

recruiting,

retaining,

and

supporting

underrepresented groups in the faculty and professional staff ranks at other institutions.
Another area that requires further examination was mentioned by several study
participants: their inability to have authority in the EOL role. Multiple participants confirmed that
they didn’t possess the ability to ensure equity during the hiring process. This was discovered
under the third finding, (Mis)use, (Mis)understanding, Missed Opportunity. I determined that this
was a missed opportunity, as the participants were not able to operate at full capacity as an EOL.
This is striking, as varying duties for EOLs include: a) ensuring compliance, b) assisting in the
organizing of a search committee, c) assessing the acceptability of an applicant pool, and d)
monitoring recruitment, screening, and interviewing processes, just to name a few. If EOLs are
not empowered or listened to when ensuring equity in the hiring process, why would they possess
these responsibilities that are listed as part of their job descriptions, and why are they not able to
push back if the process is not in compliance? Further research should investigate the true purpose
of an EOL, and why EOLs are unable to function in their role as possible hiring managers and
enforcers of policies such as the policy requiring equity in the hiring process. Not all EOLs are
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hiring managers, and based on their previous roles and responsibilities, this could also present
another avenue for future research. It is crucial to note that hiring managers are selected solely
based on the position that is being hired for at the time within each respective college and/or
department. EOLs are charged with providing guidance around diverse and equitable applicant
pools; therefore, they are not hiring managers in most cases, as revealed in the participants’
responses. This is another example of the university not adhering to its stated practices, nor fully
utilizing specified positions. Another study could delve deeper into the role of an EOL and how
that position should be considered integral to the process, not only from a compliance standpoint,
but also as having authority that hiring managers could and should acknowledge during the
process, if and when the EOL identifies challenges.
Conclusion
This dissertation highlights how hiring practices and policies can reinforce the underrepresentation and omission of racial and ethnic groups in university faculty and staff professional
positions. In particular, this study emphasizes gross shortcomings regarding hiring practices with
the misuse of the Waiver of Advertisement. Furthermore, policies do not necessarily result in the
desired or intended outcomes, based on the Waiver of Advertisement Report. The institutional
practice of hiring White faculty and staff professionals in large percentages is indicative of
systemic racism, as higher education was initially intended for the White majority, as well as to
groom White men for positions of leadership within society (Karabel, 2005; Museus et al., 2015;
Thelin, 2011). We must focus on the underlying racialized structures that shape our society,
political economy, and higher education in order to work towards creating actionable, meaningful
change inside and outside of higher education. I exhort future scholars to use this study to
challenge racialized structures that preserve the status quo and racial hierarchies such as white
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supremacy, white feminism, white liberalism, and more.

An essential aspect of the CRT

framework is a commitment to social change, moving from acknowledging the role of race as
being endemic to identifying ways to transform the correlation between race and racialized
structures that exist inside and outside of higher education. And while CRT focuses primarily on
the experiential knowledge of racial/ethnic groups, not all of my participants fell into this category.
Despite this, I used CRT as a means of analyzing how race/racism (in)directly impacts the ability
to hire Black and Brown faculty and staff professionals on individual, institutional, and systemic
levels. CRT also correlated with policy fiction by illustrating the need to shift away from
incremental progress. This shift should be radical and deliberate.
The Waiver of Advertisement policy was focused on increasing representation at the
university, but was found to be problematic, based on Waiver of Advertisement Report data, which
indicated that Whites are the main beneficiaries of the waiver. Furthermore, study participants
provided necessary and vital evidence of the ineffectiveness of the Waiver of Advertisement. The
shift to Targeted Recruitment introduced a new policy, which aimed to do a better job at increasing
representation of underrepresented faculty and staff professionals. Due to the lack of equal
opportunity and affirmative action tools to measure categories such as race, gender, and salary,
and due to a lack of trainings related to the intent of the original policy and the usage of the
Targeted Recruitment form prior to HR approval, the new policy is in dire need of further
investigation to ensure that it does not repeat the same mistakes as the Waiver of Advertisement.
I support this by connecting back to literature that highlights how the lack of racial diversity
hinders a healthy campus climate (Garces & Bilyalov, 2019), as well as additional research which
suggests that Whites have been the main beneficiaries of civil rights policies such as Affirmative
Action. The actual numbers reveal that the main beneficiaries of the policy have been White
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women (Guy-Sheftall, 1993; Ladson-Billings, 2019). This is also the case with the Waiver of
Advertisement, as its main beneficiaries are White men and women.

This is striking, as

Affirmative Action as a policy is 60 years old; yet the Waiver of Advertisement policy’s results
show the same shortcoming. I join with a CRT scholar to contend that if White women benefitting
from the waiver have incomes that support households where other Whites live, including men,
women, and children, this ultimately benefits Whites as a whole (Ladson-Billings, 2019). By using
the Waiver of Advertisement for the intended purposes of hiring more people from
underrepresented groups, Black and Brown in particular, incremental progress may come to pass,
but only if reflection on past mistakes is taken. Once those mistakes are admitted and rectified,
this could also lead to a necessary transformation of the university, creating an upward trend in its
current single-digit percentages of Black and Brown faculty and staff professionals.
Finally, there were three major findings, based on the data: a) The Overwhelming Presence
of the Status Quo, b) Mis(use), Mis(understanding), Missed Opportunity, and c) The Cost of
Preeminence: Intended and Unintended Consequences. These findings connect to dominant
cultural norms that are seen as universal, persistent inequities, due to subjective bias and
privileging of dominant and/or normalized cultural norms. If the status quo is to undergo change,
these norms must be eradicated for the sake of inclusion and equity for all, specifically Black and
Brown individuals in this case. The findings also indicate that the Waiver of Advertisement is
representative of policy fiction for Black and Brown faculty and staff professionals. Initially, I
made an assumption regarding the policy, but I can now affirm that White faculty and staff
administrators/professionals are the main beneficiaries of the Waiver of Advertisement policy.
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opportunities if you do not participate or decide to stop once you start. Alternatives to
participating in the study include: You should only take part in this study if you choose to
volunteer; you are free to participate in this research or withdraw at any time. There will be
no penalty or loss of benefits you are entitled to receive if you stop taking part in this study.
Your decision to participate or not to participate will not affect your job status, employment
record, employee evaluations, or advancement opportunities. Your decision to participate or
not to participate will not affect your student status, course grade, recommendations, or
access to future courses or training opportunities.

177

Benefits, Compensation, and Risk: There is no cost to participate. You will not be
compensated for your participation. This research is considered minimal risk.
Minimal risk means that study risks are the same as the risks you face in daily life.
Confidentiality: Even if we publish the findings from this study, we will keep your study
information private and confidential. Anyone with the authority to look at your records must
keep them confidential. It is possible, although unlikely, that unauthorized individuals could
gain access to your responses. Confidentiality will be maintained to the degree permitted by
the technology used, which will be Microsoft Teams, with Zoom as a back-up, due to the
COVID-19 pandemic and social distancing guidelines. No guarantees can be made regarding
the interception of data sent via the Internet. However, your participation in the online, indepth interviews involves minimal risks.

We will do our best to keep your records private and confidential. We cannot guarantee absolute
confidentiality. Your personal information may be disclosed if required by law. Certain people
may need to see your study records. The only people who will be allowed to see these records
are: Marquis B. Holley (Principal Investigator (PI), Dr. Deirdre Cobb-Roberts (Advising
Professor), and The University of South Florida Institutional Review Board (IRB).
If you have any questions, concerns or complaints about this study, call Marquis B. Holley at
813-731-9320. If you have questions about your rights, complaints, or issues as a person taking
part in this study, call the USF IRB at (813) 974-5638 or contact the IRB by email at RSCHIRB@usf.edu.
Would you like to participate in this study?
I freely give my consent to take part in this study. I understand that by proceeding with this
interview that I am agreeing to take part in research, and I am 18 years of age or older.
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APPENDIX 4:
INTERVIEW PROTOCOL

Thank you for agreeing to participate in my research study. I know that you have a busy schedule
and I truly appreciate your willingness to participate.
This study, “Waive It Away: Systemic Injustices Against Black & Brown Faculty & Staff
Professionals, Past & Present,” is investigating the experiences and perceptions of the waiver of
advertisement process.
This interview will be audio recorded and your name will be redacted and replaced with a
pseudonym. You have the option of turning off your video camera if it is on. The recording made
today will be kept confidential and in a safe place. The only people that will hear the audio
recording will be me and the online transcription service. If at any time you would prefer that I
turn the recorder off, please let me know, and I will do so immediately.





Do you understand what I have explained?
Do you have questions before we begin?
Would you like to participate in this study?
Do I have your permission to record this interview?

Interview Questions
Demographics
1) What is your name? As a reminder, please note that your responses will be anonymous.
2) What is the gender you choose to identify with?
3) What is your race/ethnicity?
4) What is your position/title?
4a. Please tell me about your position within the university.
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5) What is your highest degree earned?
6) How long have you worked at USF? How long in your current capacity? If no longer
employed by USF, how long did you work for the institution?
7) What does diversity mean to you?
8) What does equity mean to you?
9) What does systemic racism mean to you?
Recruitment and Hiring
10) Please tell me about your university’s faculty recruitment and hiring policies.
11) Do you feel that the university is excelling in the hiring of Black and Brown faculty and/or
staff professionals in the areas of diversity/equity? Please explain, in relation to Pre and Post
COVID-19.
12) To the best of your knowledge, are there any trainings that are related and/or centered around
the recruitment and hiring of diverse faculty and staff professionals?
13) Based on the most recent Florida Equity Report, USF currently has percentages of 72% White,
4% Black, and 6% Brown, respectively, of tenured faculty in the entire USF system. What are
your thoughts on this?
14) Based on the previously provided percentages, should USF work to increase the number of
black and brown faculty and staff professionals, in order to be more diverse/equitable? If yes,
in what ways would you suggest? If no, please explain.
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15) What factors do you perceive that promote equity in hiring of Black and Brown faculty and
staff professionals? What factors detract from promoting equity in the hiring of Black and
Brown faculty and staff professionals?
16) What is your college/department’s perspective on equity and diversity? Is it included in their
mission statement?
16a. How does your college/department ensure that equity and diversity are
guaranteed in the hiring process?
17) How would you describe the general climate and/or culture in your college/department in
regards to the hiring/recruitment of Black and Brown faculty and/or staff professionals?
Waiver of Advertisement/Targeted Hires
18) Are you familiar with a waiver of advertisement/targeted hire? Please describe your familiarity
with the waiver of advertisement/targeted hire. How has it been used?
19) What do you know about the shift in programs? Why did the programs shift/change, when and
why?
20) What are your personal experiences with the waiver of advertisements/targeted hires?
21) In what ways are the waiver of advertisement/targeted hire used for faculty, staff, and
administrator recruitment? Please explain the process, based on your knowledge/experience.
22) Are the waivers/targeted hires intended to hire people of underrepresented populations? Please
explain. I will now show you the Waiver of Advertisement report, and we will use this as a
guide and talking point for the remainder of the interview.
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23) Please share your thoughts on the report. As the waiver of advertisement was created to
increase representation, in your opinion, based on the report, what could account for the high
number of White faculty and staff professionals as opposed to Black and Brown faculty and
staff professionals hired?
23a. Follow-Up Question: Based on the data you were shown from the Waiver of
Advertisement Report, would you say that the university has honored the equity
accountability expectations, in accordance with the Memorandum from the
Associate Provost?
24) What feelings have you experienced regarding the waiver of advertisement/targeted hire
paperwork?
25) Did you ever feel pressured to make a decision on waiver of advertisement/targeted hire
paperwork? Please explain.
26) Please describe, in your own words, the best practices needed to improve diversity, equity, and
inclusion in your college/department, as well as at your university.
27) What are your thoughts on the current upsurge/uptick in universities paying more attention to
systemic injustices? In your opinion, has this had an impact on recruitment/hiring?
Is there anything more you would like to share about your perceptions and experiences associated
with the waiver of advertisement that I did not ask?
Thank you for participating in this interview. I appreciate your time and insights. After I have
reviewed the transcript of our conversation today, may I contact you if I have further questions?
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You will hear from me in approximately 2 weeks to review your transcript and after I have
analyzed the data I will contact you to share the themes gathered from all interviews.
Again, thank you for your time.
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APPENDIX 5:
WAIVER OF ADVERTISEMENT REPORT DATA (WITH PERCENTAGES)
FY ’14 – ‘15
White = 93 Total (42 Male, 51 Female) 69% Total
Black = 15 Total (7 Male, 8 Female) 11% Total
Hispanic = 11 Total (7 Male, 4 Female) (1 Male, Hispanic & White) 8% Total
Asian = 11 Total (4 Male, 7 Female) 8% Total
Native American = 0 Total
Other = 1 Total (1 Female) .007% Total
N/A = 2 Total (2 Female) (No Race Identified) .01% Total
134 Total Waivers
FY ’15 – ‘17
White = 175 Total (91 Male, 84 Female) 68% Total
Black = 31 Total (20 Male, 11 Female) 12% Total
Hispanic = 15 Total (5 Male, 10 Female) 5% Total
Asian = 27 Total (9 Male, 18 Female) 10% Total
Native American = 0 Total
Other = 2 Total (2 Female) .007% Total
N/A = 4 Total (4 Female) (No Race Identified) .01% Total
254 Total Waivers
FY ’17 – ‘18
White = 90 Total (47 Male, 43 Female) 67% Total
Black = 11 Total (6 Male, 5 Female) 8% Total
Hispanic = 13 Total (5 Male, 8 Female) 9% Total
Asian = 10 Total (5 Male, 5 Female) 7% Total
Native American = 1 (1 Male) .007% Total
Other = 1 (1 Male) .007% Total
N/A = 6 Total (1 Male, 4 Female, 1 Unknown) 4% Total
133 Total Waivers
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APPENDIX 6:
PERMISSION TO REPLICATE INFORMATION
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APPENDIX 7:
MEMORANDUM FOR WAIVER OF ADVERTISEMENT POLICY

MEMORANDUM
DATE: December 10, 2007
TO: Academic Affairs Vice Presidents, Deans and Directors
FROM: Kofi Glover, Associate Provost, Academic Affairs
SUBJECT: Revised Procedure for Processing Waiver of Advertising Requests for Faculty
The purpose of this memorandum is to update the set of procedures designed to facilitate the
processing of Waiver Requests for faculty positions and thus improve services to the colleges
and campuses. The Waiver Request Form requires submission of a designated page from the
current Equity Accountability Plan Update (For current updates on expectations go to Diversity
& Equal Opportunity website). Please be sure that this supplementary information is attached.
In addition, this memorandum contains a level of detail that is appropriate to those persons
charged at the college/campus level for oversight of Faculty Searches, Waiver Requests and
Letters of Offer. Please forward this memorandum to these individuals.
Utilization of The Waiver Request Process
The following portion of the document, Guidelines for Recruitment and Selection of Faculty
Members (1999) currently in force, clarifies when a Waiver of Advertising is required.
The Guidelines Sections III. B. 1. & 2 provide a detailed listing of situations which require no
advertising of vacancies (and thus no request for waivers).
Section III. PROCESS
B. Advertising the Position
All vacant positions must be advertised unless exempted as specified in this Section.
1. The following circumstances do not represent bona fide position vacancies and no
advertising is required:
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1. Academic rank promotions
2. Internal rotation, e.g., a faculty member is elected/designated to serve as
chairperson/associate chairperson consistent with the provisions for
rotation/selection
3. Reassignment of a faculty member to a different position
4. Reclassification of a filled faculty position
5. A change of funding to/from a contract, grant, auxiliary funded position with no
change in duties, responsibilities, or classification if the incumbent was hired
according to these Guidelines
2. The following vacant positions are exempt from advertising requirements:
1. Positions funded from contracts or grants if (i) the principal investigator and other
proposed incumbents are specifically identified by name in the contract/grant, or
(ii) an incumbent is placed in a grant or contract funded position and similar
essential duties are to be performed
2. Positions to be filled by persons who have been laid off and who have recall
rights under the rules or bargaining agreement
3. Positions of less than 0.5 FTE
4. Other Personnel Services (OPS) positions
5. Positions to be filled by employees who completed in good standing a university
educational leave program
6. Positions to be filled in settlement of litigation, grievance or arbitration
NOTE: When submitting a letter of offer to the Provost for signature under the provisions of the
above-referenced sections of the Guidelines, please include a brief memorandum of explanation
noting the specific item in Section III. B. (below) that serves as the basis for the issuance of an
offer of employment without search or waiver.
The Guidelines, Section III. B. 3. (below), provides a detailed listing of situations which
require no advertising of vacancies (and thus no request for waivers) if the hiring unit does not
have underutilization of women and minorities in the job group in which the vacancy occurs.
NOTE: Under-utilization is determined by the most recent Equity Accountability Plan Update –
data is presented by CIP code and position classification. For current updates on goals and/or
problem areas go to Diversity & Equal Opportunity website.
Section III. B.
3. The following positions are exempt from advertising, if the hiring unit does not have underutilization of women and minorities in the job group in which the vacancies occur.
1. Positions to be filled as visiting appointments for up to one year.(This means those
situations where there is no expectation of reappointment beyond the one year, e.g.,
replacement of a regular faculty member who is on leave for a year. If a position is filled
on this basis and it is determined that a second year appointment is needed, then a
Waiver must be requested regardless of underutilization conditions.)
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2. Positions funded from newly established or newly expanded contract/grant, if
proposed incumbents are not specifically identified by name in the contract/grant.
(This means if someone is already an employee of the University, he or she may be so
placed if there is no under-utilization within the pertinent CIP code and classification.)
3. Positions to be filled from applicant pools generated by advertisements of other
positions reflecting the same qualifications for the positions to be filled, if the
selection occurs within the last four months following the close of the search which
generated the pool. (This means that an individual may be appointed to a vacant
position if he or she was an applicant in a search that posted the exact qualifications
currently being sought (e.g., degrees, experience, accomplishments) and it was certified
in that search that the individual met those qualifications. The closing date of the search
would be established by the date of filing of the hiring report.)
NOTE: When submitting a Letter of Offer to the Provost for signature under the provisions of
the above-referenced sections of the Guidelines, please include a brief memorandum of
explanation noting the specific item in Section III. B. (above) that serves as the basis for the
issuance of an offer of employment without search or waiver.
All situations, other than those stipulated in the Guidelines Sections III, B. 1., 2., and 3.,
require a position to be advertised or a waiver requested. Waiver requests take three forms:
1) seeking to hire faculty on temporary appointments; 2) seeking to hire faculty on visiting
appointments (does not need DEO approval unless it is more than one year); and, 3) seeking to
hire faculty on a regular continuing basis. The authority for waiving a search for a faculty
position is found in the Guidelines, Section III. B. 6., which states:
“The President or designee (the Office of Diversity and Equal Opportunity Affairs) may waive
the announcement of a position when a waiver (Exhibit #5) is in the best interest of the
university”.
The Request for a Waiver of Advertisement MUST be primarily for the purpose of meeting
the Equity Accountability expectations of the University.
The only exceptions are budgetary and/or time constraints and the potential contributions of the
candidates’ skills/abilities/knowledge/experience to the achievement of the University’s mission.
If waiver of advertising is sought for a Visiting Appointment, the Waiver Request must note
whether there is anticipation of reappointment (see Section 2, Item 11, Waiver Request Form). If
a waiver is granted for a Visiting Appointment, any subsequent reappointment must be preceded
by a Waiver Request. Visiting appointments for more than three years will not be approved
except in the most extenuating circumstances. No waiver will be granted beyond the fourth
year. Visiting appointments resulting from searches may be continued for up to four years only.
The position must be advertised prior to the end of the fourth year appointment.
NOTE: The Letter of Offer for each year of employment submitted to the Provost for signature
must be accompanied by a copy of the face sheet of the Hiring Report.
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If a Waiver of Advertising is sought for a Regular, Continuing Appointment, very
persuasive arguments must be made as to why such an appointment without a search
would be in the best interests of the University. Such requests will be held to a very high
standard of review with respect to the Guidelines, Section III. B. 6. Waiver Request Form.
Processing
All waiver requests will be submitted directly to the Office of the Provost:
Kofi Glover
Associate Provost
ADM 226 Attn: Gene Murdock
NOTE: Since Waiver Requests must be approved and letters of offer issued prior to the start date
of appointments, please see that Waiver Requests are submitted at least ten (10) working days
prior to the anticipated start date of the individual’s appointment.
Letters of Offer with a copy of approval documentation (i.e., a copy of the face sheet of the
Hiring Report or a copy of the approved waiver, or a brief memorandum citing a specific item of
exception from advertising addressed by the Guidelines) will continue to be submitted to:
Attachment
Dwayne Smith Vice Provost
ADM 226
ATTN: Judy Arnett
xc: Provost’s Staff
Vice President Jennifer Capehart-Meningall Olga Joanow, Faculty Administrator
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APPENDIX 8:
A FINAL REFLECTION, THROUGH POETRY…

Tar-Baby
Tar-Baby, where did you come from?
Is it true that you had your own kingdom?
It seems like you’re being held back
Is it because you are black?
Tar-Baby, what makes you so much stronger than others?
How can you keep pressing on after watching the lynchings of your sisters and brothers?
Don’t you realize that everyone thinks you’re dumb?
After all those lashes, shouldn’t you be numb?
Tar-Baby, why do you dance and sing?
With your father and mother being raped and sold, on what does your heart cling?
You were brought here to be slaves, to pick cotton and fruit
So what makes you think you’re fit to lead a Fortune 500 company and wear an expensive suit?
Tar-Baby, how dare you discover your identity!
Who do you think you are, talking back with such dignity?
There were laws made to keep you illiterate and without a voice
Where did it all go wrong, that now you have a choice?
Tar-Baby, you were not allowed in sports, politics, certain schools, or even certain stores
But day by day, you boldly walk through newly opened doors
How can you be so successful when your “Earthly Master” gave you no love?
Oh, now I see… You were always blessed and protected by your “Heavenly Master,” from
above

-An Original Poem by Marquis B. Holley
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